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I. WIOA STATE PLAN TYPE AND EXECUTIVE SUMMARY
A. WIOA STATE PLAN TYPE
This is a combined plan
COMBINED PLAN PARTNER PROGRAM(S)

Career and technical education programs authdred under the Carl D. Perkins Career and
Technical Education Act of 2006, as amended by the Strengthening Career and Technical
Education for the 21st Century Act (Perkins V) (20 U.S.C. 2301 et seq.)

Temporary Assistance for Needy Families program (42 UGS.601 et seq.)

Employment and Training programs under the Supplemental Nutrition Assistance Program
(programs authorized under section 6(d)(4) of the Food and Nutrition Act of 2008 (7 U.S.C.
2015(d)(4)))

Trade Adjustment Assistance for Workers programs (@ivities authorized under chapter 2 of
title 11 of the Trade Act of 1974 (19 U.S.C. 2271 et seq.))

Jobs for Veterans State Grants Program (programs authorized under 38, U.S.C. 4100 et. seq.)

Senior Community Service Employment program (programs authorizednder title V of the
Older Americans Act of 1965 (42 U.S.C. 3056 et seq.))

B. PLAN INTRODUCTION OR EXECUTIVE SUMMARY
B. EXECUTIVE SUMMARY
One Minnesota 2020 -2023 WIOA Combined Plan Overview
Introduction & Purpose

The One Minnesota 2020 WIOA Combined Sta®dan contains the vision and strategies for

workforce development that the Department of Employment and Economic Development

i $%%sqh T OEAO -ETTAOGT OA 30A0A $APAOOI AT 6Oh OEA
(GWDB), local and regional workforce develapent boards, higher education and other

community and business partners are prioritizing over the next four years. Responsibility for

submitting the WIOA 2020 State Plan to the Governor for approval rests with the GWDB, the

state board representing key leders from business, education, labor, communitpased

organizations, and government. With a vision of best aligning workforce development services

AAOT 6O OEA OOAOARh -ET1AOI OA EAO TDPOAA EI O A ATl £
One Minnesota madate[1].

The publicly-funded workforce development system is a national network of Federal, State,

regional, and local agencies and organizations that provide a range of employment, education,

training, and related services and supports to help all jobseekers se@igood jobs while

providing businesses with the skilled workers they need to compete in the global economy.

This overview of the One Minnesota 2020 WIOA Combined Plan includes plan priorities as
embodied in its vision, mission and goals, performance magament reporting, economic and
workforce analysis, and areas for future growth including strengthening equitable systems,
addressing climate change, and preparing for the future of work to support innovation and
adaptation in our workforce development sysem.

Vision, Mission & Goals
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Vision: The strategic vision of the One Minnesota WIOA State Plan is a healthy economy, where
every Minnesotan has meaningful employment and a familgustaining wage, and employers are
able to fill jobs in demand.

Mission: To create a Career Pathway System that aligns local, state, and federal resources,

policies and services to meet the workforce needs of business and industry and improves access

01 AipiiTui AT Oh AAOAAOGEI T h AT A OOAET &vokiorceAOOEAAOD
Goals:To build on this vision, live out our mission and continue strengthening the workforce

development system, the 2020 WIOA goals are:

1. Reduce educational, skills training and employment disparities based on race, disability,
gender, or dsconnected youth.

2. Build employer-led industry sector partnerships that expand the talent pipeline to be
inclusive of race, disability, gender, and age to meet industry demands for a skilled
workforce.

As our state faces the reality of a shrinking and diveifying labor force, we must fully utilize the
OAl AT OO6h OEEI T Oh AT A APPAOEATAA T &£ i1 OA PAI BI A E
OEi A xEAT xA AOA 1 AAOGET Cc OI1T TATU -ETTAOT OAT O AZ
and planning, ourstate and local partners have come together around a common vision for the

future of workforce development in Minnesota, a vision that will be supported by the programs

and services of WIOA.

The WIOA 2020 vision and goals are a continuation of the WIOA tified Plan submitted in

2018. The economic outlook in Minnesota remains similar to what it was in 2018, the last year
the WIOA State Plan was modified (See Economic Analysis). Additionally, the GWDB has worked
diligently over the past two years focusing a developing and recommending strategies to

address disparate outcomes based on race, disability, gender and with disconnected youth. Both
goals were modified to include gender in 2018. Progress has been made but much work

remains. Minnesota also continueso work on improving its career pathway systems by

focusing on business and community engagement, customfixcused design, and policy and
system alignment. In 2020, the WIOA State Plan adds the category of age to its second goal
which is focused on buildhg employerled, industry sector partnerships.

The One Minnesota State Plan envisions ongoing and evolving priorities to prepare for future

x] OEAI OAA AAOGAT 1 PIi AT O AEAI T AT CAO8 -ETTAOI OA8O 0OC
includes robust involvement from the GWDB, State Departments, regional and local workforce

development boards and other workforce partners including KL2 and postsecondary

education, businesses and communitpased organizations. Areas for growth that are currently

identified are listed in this summary.

Policy and system alignment is happening across local, regional and state workforce boards and
institutions. The Minnesota Association of Workforce Boards (MAWB) is working with the
GWDB, local boards, and other state and communibpartners on systems alignment, including
working to better understand the systems and institutions that contribute to the economic
development of a community and the employment prospects of its members. We call these
Ox1 OEA&AI OAA AAEA A Artirdéexgiong tdir Gnpaict oA empl&ymént aAd our
ability to align resources and support to strengthen access to child care, affordable housing,
transportation, and health care.

Performance Management & Workforce Outcomes
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Management staff prepared a WIOA State Plan Dashboard to provide transparency and
accountability towards its state plan goalshttps://mn.gov/deed/performance .

This dashboard shows program activities and employment outcomes by program, by year, and
by a variety of participant demographics. It includes participants who have exited WIOA Title I,

Il and IV programs. The dashboard ab shows progress towards developing and maintaining
industry sector partnerships across the state.

We also report annually on effectiveness in serving employers. Measures of effectiveness
include information and support services, workforce recruitment asistance, strategic planning
and economic development activities, training and incumbent worker training services,
business downsizing assistance, and planning for layoffs.

Economic Analysis & Demographics

Table 1. Minnesota Labor Force Projections, 20220302020-2030 Change Percent

2020 Labor Force [2030 Labor Force |2020-2030 Change 2020-2030 Changg
Projection Projection Numeric Percent
16to 19 169,642 167,530 -2,112 -1.2%
years
20to 24 342,326 378,558 +36,232 +10.6%
years
25t0 44 1,234,214 1,290,510 +56,296 +4.6%
years
45 to 54 602,222 611,017 +8,794 +1.5%
years
55to 64 560,791 489,812 -70,979 -12.7%
years
65to0 74 157,518 193,484 +35,966 +22.8%
years
75 years & (24,211 34,278 +10,068 +41.6%
over
Total Labor 3,090,925 3,165,190 +74,265 +2.4%
Force

Source: calculated from Minnesota State Demographic Center population projections and 2013

2017 American Community Survey 5Year Estimates

-ETTAOT OAGO AATTTi1 U OAI AET O 000TTc8 4EA OOAOA
job vacancies in the pasyear. It has now been a full decade since the end of the Great Recession

in June of 2009, making this the longest running economic expansion on recoMe surpassed

3 million jobs in the summer of 2019, a new record highThe state's seasonally adjusid

unemployment rate has hovered between 2.8 and 3.5 percent every month since April of 2017,

and the annual rate of 2.9 percent in 2018 was the lowest since 1998 and 1999. In fact, the state

has had less than 1 job seeker per vacancy for the past two yeamseaning that increasingly
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tight labor markets and a scarcity of workers with needed skills are now recognized as two of
Minnesota's most significant barriers to sustained economic growth.

The tight labor market will make it more challenging for employergo grow, but will also shine a
light on the importance of creating positive employment outcomes for all Minnesotans,
including groups that have traditionally faced discrimination and systemic barriers in
education, employment, housing and other areas, su@s communities of color, individuals with
disabilities, and immigrants.

Increasing labor force participation rates and reducing unemployment rate disparities for
communities of color, as well as for people with disabilities, both younger and older works,
immigrants, people with lower educational attainment and people with a criminal record would
lead to notable increases in the size of the state's available labor force.

This will be especially important in Greater Minnesota, which has an older popuian than the
Twin Cities, with 18.2 percent of the population aged 65 years and over, compared to 14.0
percent in the metro area. Greater Minnesota also has a lower percentage of people in their
prime working years, as well as less racial diversity than & Twin Cities. While every region in
the state saw an increase in the number of jobs held by people of color over the past 20 years,
only about 8 percent of jobs in Greater Minnesota are held by people of color, compared to over
18 percent in the Twin Cites. Outside the metro area, the most diverse workforces are found in
the Southeast and Southwest regions of the state, while the Northeast has the least diverse
workforce overall. However, racial disparities in unemployment, based on inequitable systems,
practices and policies are found in every region throughout the state, making eliminating these
disparities an opportunity for growth regardless of location. In sum, the data show that current
population and aging trends will lead to a tight labor market ogr the next decade with some
local areas already experiencing labor force declines.

Areas for Development and Growth

As previously described, the 2020 plan essentially continues the areas of focus originally
identified in 2016 and modified in 2018. The eqity goal to reduce disparities in employment
rates and the career pathways goal remain top priorities given current analysis and consensus.
However, as we look to future modifications to the WIOA Combined State Plan, we see an
opportunity to explore innovations in our workforce system in a number of areas: Prioritizing
Diversity, Inclusion, and Equity; Equitable Systems; Creating an A§eendly Minnesota; and

the Future of Work.

Governor Walz has highlighted a number of priorities for the State of Minneta. By Executive
Order, these priorities prominently include Diversity, Inclusion and Equity; Affirming the
Government to Government Relationship between the State of Minnesota and Minnesota Tribal
Nations and creating an Agé-riendly Minnesota. Our implenentation work will include
incorporating these priorities into future WIOA Plan Strategies.

Prioritizing Diversity, Inclusion and Equity: Minnesota recognizes that although limited

progress has been made in decreasing employment and educational dispasifor people of

AT11T 0 AT A ETAECATT OO0 PATPI Anh EO EAOT 60 AAAT AT T
focus including greater inclusion and outreach to communities of color, immigrant and refugee
communities, Tribal Nations and indigenous people.

Equitable Systems: 7 A xET1 1 AT 1 OET OA x1 OEET ¢ AAOTI 0O ACAT AEA
AAEAAAT 66 EOOOAO OOAE AO AEEI A AAOAh AEEI OAAAI A
recognize that multiple factors contribute to successful employment, andrap-around services,
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equitable employment outcomes.

Creating an Age-Friendly Minnesota: There are one million older adults in Minnesota and that

figure is growing rapidly. In 2020, the number of older adults in Minnesota over age 65 will

exceed the number of schoeage children ages 5L7 for the first time in history[2] . Employment

is one of the challenges that many older adults may face. Maolder adults want to stay in the

xI OE&AlI OAAh OI1 01 6AAOh AT A CEOA AAAE O1 OEAEO ATl
employers stand to benefit from the skills and expertise of older workers.

Future of Work: As the nature of work changes, daito globalization, automation, and other

trends, we recognize that our workforce development and training systems must adapt and

innovate. Our career pathways system must remain relevant to current and emerging

occupational needs. We will explore ways thahe state workforce development system can

Al EcCT xEOE OEA OOAOAGO OOOOAET AAEI EOU cCI Al O AT A
development. Currently, job growth in the clean energy sector is outpacing job growth in the

overall economy. Weanticipate working with the newly formed Minnesota Subcabinet on

Climate Change in areas where its work intersects with creating gogahying jobs, developing

the clean economy, and building resilient communities. The workforce development system,

including DEED and other state agencies, must work to assist communities and local economies

that have relied on industries that may be impacted by climate change or transitions to new

technologies. Additionally, the impacts of automation, artificial intelligenceand other

technological advancements that will have an enormous impact on the workforce need to be

analyzed in order for the state to prepare for drastic changes effecting businesses and workers.

Implementation

Minnesota believes that implementation of the2020 WIOA State Plan is critical to success in
achieving its vision. To that end, the GWDB will create an intentional and dynamic community
engagement plan that includes interdepartmental State staff, businesses, local and regional
workforce development boards, communities of color and indigenous people, people with
disabilities, and community-based organizations. During implementation activities, Minnesota
will further identify areas of growth and development for strengthening the statewide
workforce development system.

[1] A Combined Plan outlinesafout AAO OOOAOACU &I O 7)/180 OE@ Al O
more of the Combined State Plan partner programs. Core programs include: Adult, Dislocated

Worker, Youth, WagnefPeyser At, Adult Education and Family Literacy, and Vocational

Rehabilitation. Minnesota partner programs include Perkins V, Minnesota Family Investment

Program (MFIP/TANF), Supplemental Nutrition Assistance Program (SNAP), Trade Adjustment

Act (TAA), Senior Commnity Service Employment Program (SCSEP), and Reintegration of Ex

Offenders Program (Second Chance Act).

[2] Minnesota State Demographic Centehttps://mn.gov /admin/demography/data -by-
topic/aging/

II. STRATEGIC ELEMENTS
A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES ANALYSIS
1. ECONOMIC AND WORKFORCE ANALYSIS
Il. STRATEGIC ELEMENTS

Page8


https://mn.gov/admin/demography/data-by-topic/aging/
https://mn.gov/admin/demography/data-by-topic/aging/

The Unified or Combined State Plan must include a Strategic Planning Elements section that

AT AT UUAO OEA 30A0A60 AOOOAT O AATTTIEA AT OGEOITTI AI
its workforce development system. The required elements in this secn allow the State to

develop datadriven goals for preparing an educated and skilled workforce and to identify

successful strategies for aligning workforce development programs to support economic

growth. Unless otherwise noted, all Strategic Planning Higents apply to Combined State Plan

partner programs included in the plan as well as to core programs.

A. ECONOMIC, WORKFORCE, AND WORKFORCE DEVELOPMENT ACTIVITIES ANALYSIS

The Unified or Combined State Plan must include an analysis of the economic corutis,

AATTTIT EA AARAGAT T PI AT O OOOAOACEAOR AT A 1 AAT O 1 AOE/
programs will operate.

1. ECONOMIC AND WORKFORCE ANALYSIS

A. ECONOMIC ANALYSIS

The Unified or Combined State Plan must include an analysis of the economic dtinds and
trends in the State, including sukState regions and any specific economic areas identified by the
State. This must include

1. EXISTING DEMAND INDUSTRY SECTORS AND OCCUPATIONS Provide an analysis of the
industries and occupations for which there isexisting demand.

2. 1. EMERGING DEMAND INDUSTRY SECTORS AND OCCUPATION Provide an analysis of
the industries and occupations for which demand is emerging.

3.)))8 %-0,/9%238 %-0,/9-%. 4 . %%$3 7EOE OACAOA
occupations identified in 1 and 2 above, provide an assessment of the employment
needs of employers, including a description of the knowledge, skills, and abilities
required, including credentials and licenses.
-ETTAOT OAGO AATTTiI U OAI AET O OOOI T wakerd, jpbs, aiOA OA 0O
job vacancies in the past year. It has now been a full decade since the end of the Great Recession
in June of 2009, making this the longest running economic expansion on record. After suffering
severe job losses during the recession, theate recovered all the jobs lost by 2013 and has
continued growing. We surpassed 3 million jobs in the summer of 2019, a new record highhe
state's seasonally adjusted unemployment rate has hovered between 2.8 and 3.5 percent every
month since April o 2017, and the annual rate of 2.9 percent in 2018 was the lowest since 1998
and 1999.

Buoyed by steady growth, employers reported more than 142,000 job vacancies in the second
guarter of 2018 and nearly 137,000 openings in the fourth quarter of 2018, indth cases the
highest number ever posted. Hiring demand was up across the state, with 56 percent of all
vacancies in the Twin Cities metro area, and the remaining 44 percent located in Greater
Minnesota. Led by the health care and social assistance, retadlde, and accommodation and
food services industries, vacancies were spread across a wide variety of sectors. With an
average of less than 100,000 unemployed workers, there are now more jobs than job seekers
available to fill them. In fact, the state habad less than 1 job seeker per vacancy for the past
two years, meaning that increasingly tight labor markets and a growing scarcity of workers are
now recognized as two of Minnesota's most significant barriers to sustained economic growth
(see Figure 1).
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Figure 1. Job seekers Per Vacancy, mmmm Minnesota Vacancies
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After averaging a net gain of about 41,400 additional labor force participants per year between
1990 and 2000, Minnesota employers could easily tap into a large and growing pool of talented
workers. From 2000 to 2010, however, growth in available workers tbpped to about onethird
that rate, at 12,585 new workers per year. The labor force has continued growing so far this
decade, adding about 131,500 workers from 2010 to 2018, but the average is just 16,400 new
workers per year (see Figure 2).

Figure 2. Annual Change in Minnesota's Labor Force, 1990-2018
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Source: DEED Locgl Are Unemployment Statistics (LAUS)

Projections from the State Demographic Center suggest this growth will fall further in the years
ahead, to an annual average of just under 7,500 additional labor force participants per year
between now and 2030. The transition of the Baby Boom generation will haeehuge impact on
the state's workforce in the next decade, with a projected decline of 71,000 fewer workers in the
55 to 64 year old age group, but an increase of 46,000 workers aged 65 years and older from
2020 to 2030. The state is also expected to seemall decrease in the number of teenaged
workers, but a strong gain of just over 100,000 workers in their entrylevel and prime working
years, from 20 to 54 years of age.
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However, this aging and slowing growth will be the defining characteristic of our tzor force in
the years to come. Projections show Minnesota will have more than 225,000 workers aged 65
years and over by 2030, which would be the largest number and share of the workforce ever
recorded. This assumes that labor force participation rates wiremain the same as they are
now, but participation rates may increase for older age groups, which may help provide some
additional workers (see Table 1).

Table 1. Minnesota Labor Force Projections, 2020 -2030

2020 Labor Force [2030 Labor Force {2020-2030 2020-2030
Projection Projection ChangeNumeric ChangePercent
16t0 19 169,642 167,530 -2,112 -1.2%
years
20to 24 342,326 378,558 +36,232 +10.6%
years
25to44 1,234,214 1,290,510 +56,296 +4.6%
years
45t0 54 602,222 611,017 +8,794 +1.5%
years
55t064 560,791 489,812 -70,979 -12.7%
years
65to 74 |157,518 193,484 +35,966 +22.8%
years
75 years & 24,211 34,278 +10,068 +41.6%
over
Total 3,090,925 3,165,190 +74,265 +2.4%
Labor Force

Source: calculated from Minnesota State Demographic Center population projections and-2013
2017 American Community SurveyYear Estimates

The tight labor market will make it more challenging for employers to grow, but will also shine a
light on the importance of creating positive employment outcomes for all Minnesotans,
including groups that have traditionally faced economic disparities in the state, such as
communities of color, individuals with disabilities, and immigrants. While these groups have
demongrated a willingness to work with high labor force participation rates, they have also
suffered from higher unemployment rates, lower educational attainment, and lower wages.

Racial diversity has been increasing in the state for a long time. Over the pagtyears,
Minnesota's white population has grown by 4.5 percent, while its populations of color have
grown at rates far exceeding that, including our Black (+90.4%), Asian (+79.2%) and Hispanic
(+98.5%) populations (see Table 2).

Table 2. Race and Hispanic Origin, 2017, Minnesota
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Number Percen{Change from2000-2017/Change from2000-2017
number percent
Total Population 100.0% |+571,247 +11.6%
5,490,726
White 83.7% | +197,970 +4.5%
4,598,252
Black or African 326,953 |6.0% +155,222 +90.4%
American
American Indian & 57,566 |1.0% +2,599 +4.7%
Alaska Native
Asian & Other Pacific |257,911 4.7% +113,964 +79.2%
Islander
Some Other Race 95,600 |1.7% +29,790 +45.3%
Two or More Races 154,444 |2.8% +71,702 +86.7%
Hispanic or Latino origin 284,649 |5.2% +141,267 +98.5%

Source: U.S. Census Bureau, 20037 American Community Survey

Going forward, the State Demographic Center projects that through 2030, our population of
people ofcolor and indigenous people will grow by 37.3 percent, while the white population
will grow by 4.1 percent, most of which will be 65 years and older. While it is difficult to project
the racial breakout of our workforce 15 years from now, especially as nch of the growing
diversity is driven by foreign immigration, it is clear that what little growth we are likely to see
in our workforce will come in large part from workers who are people of color or indigenous.

These changes are expected to continue angen accelerate in the coming years, especially
among Minnesotans of working age. The reasons for these stark differences in the growth of
working age populations by race are at least twofold: First, the white population is "aging out"
into its retirement years at a much faster rate than our population of people of color or
indigenous people. Second, there continues to be a significant influx of foreigorn immigrants
who are typically in that working age cohort. Since 2010, the foreighorn population in
Minnesota has increased by 81,500 people (+22.2% growth), and with nearly 450,000 people,

Ei il ECOAT OO0 AAAT OT O A1 O 1T0A0 ¢y PAOAAT O T & OEA 0064

Table 3. Place of Birth for the Foreign Born Population, 2017, Minnesota

Percent NumberChange from 20162017 |Change from 20102017
number percent
Total, Foreignborn 8.2% |+81,446 +22.2%
Population 448,397
Europe 46,477 110.4% |+1,473 +3.3%
Asia 37.8% | +33,485 +24.6%
169,532
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Percent NumberChange from 20162017 |Change from 20162017
number percent
Africa 23.4% | +34,626 +49.3%
104,828
Oceania 2,249 |0.5% |+649 +40.6%
Americas: 27.9% (+11,213 +9.8%
125,311
Americas:- Latin 90.3% |+11,649 +11.5%
America 113,137
Americas:- Canada 12,174 |19.7% |-436 -3.5%

Source: U.S. Census Bureau, 20037 American Community Survey

Immigrants have become critical to Minnesota's economy, providing a rapid stream of new
workers in the face of an aging nativdorn workforce. Foreign-born workers now account for
10 percent of the total available labor force in Minnesota, up from 7.5 percent just one decade
earlier. More than half of our recent labor force growth has been driven by imigrants, and this
will certainly continue to be the case, with immigrants displaying a much younger age profile
than the native-born population, which is aging rapidly and exhibiting lower labor force
participation rates as retirements pick up.

However,despite longstanding awareness that our populations of color generally and our
black or African American and American Indian communities in particulaz have not benefited
fully from an improving economy, disparities persist across the state.

Accordingto recent estimates from the Current Population Survey, even after ten years of
economic recovery, Minnesota's unemployment rate among blacks (6.6% in July 2019) was still
over twice as high as it was for whites (2.9% in July 2019). According to 2017 Anigan
Community Survey estimates, unemployment rates were also higher for American Indians
(14.5%), people of two or more races (6.4%), and people of Hispanic or Latino origin (5.4%). In
contrast, participation rates were higher for black or African Americas, Asians, people of some
other race or two or more races, Hispanic or Latinos, and for foreigborn immigrants (see

Table 4).

Table 4. Minnesota Employment Status by Race and Origin, 2017

Total Labor Force Part. Rate Unemp. rate
Population 16 years and over 4,422 835 69.5% 3.6%
White alone 3,764,819 |69.2% 3.1%
Black or African American 247,286 72.6% 8.3%
American Indian & Alaska Native 43,225 56.9% 14.5%
Asian 207,974 69.8% 4.2%
Some other race 75,912 76.1% 4.4%
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Total Labor Force Part. Rate Unemp. rate
Two or more races 81,837 74.7% 6.4%
Hispanic or Latino origin 194,685 76.6% 5.4%
Foreign-born 445,990 71.4% 4.9%

Source: 2017 American Community Survey &éar Estimates

Increasing labor force participation rates and reducing unemployment rate disparities for other
race groups, as well as for people with disabilities, both younger and older workers, foreign
born immigrants, and people with lower educational attainment would lead to notable
increases in the size of the state's available labor force. Helping people of color, indigenous
people and other groups with barriers to employment will be critical to ensuring that
Minnesota's employers are able to find workers and our economy is able to continue growing
(see Table 5).

Table 5. Minnesota Labor Force Participation Rate and Unemployment Rate by Race and
Origin, 2007 -2017

Labor Force 2007 2008 2009 2010 {2011 2012 2013 2014 2015 2016 (2017
Participation Rate

White
71.3%72.3%(71.3%70.7%70.4%70.4%70.0%69.6%69.8%069.4%69.2%

Black or African
American 66.6%70.3%68.4%67.7%/68.9%66.4%68.5%68.6%69.7%67.9%72.6%

American Indian
58.4%60.9%61.7%60.4%57.7%/60.4%59.1%56.5%57.2%/59.8%56.9%

Asian
71.1%72.9%70.3%69.5%/69.1%69.5%71.0%72.7%70.3%71.1%69.8%

Some other race
75.8%79.3%80.8%74.0%(76.9%78.7%79.2%77.1%79.8%78.0%76.1%

Two or more races
74.3%73.0%66.6%68.0%70.9%69.3%68.7%70.2%73.0%73.2%74.7%

Hispanic or Latino
76.7%75.0%/76.3%75.1%73.1%75.5%76.2%76.4%76.7%76.3% 76.6%

Foreign-born
71.5%73.0%73.4%71.0%71.7%71.8%72.9%72.7%72.3%72.8%71.4%

Unemployment 2007 {2008 [2009 (2010 (2011 |2012 2013|2014 | 2015 |2016 | 2017
Rate

White 4.7% |4.2% |7.4% |7.5% [6.7% |5.4% |4.5% | 3.9% | 3.5% | 3.2% | 3.1%
Black or African 8.3%
American 15.49%15.8%019.8%18.7%19.9%17.7%15.1%(13.3%10.1%10.7%
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Labor Force 2007 2008 2009 2010 {2011 2012 2013 (2014 2015 2016 |2017
Participation Rate

American Indian
20.29%14.9%18.19019.4%17.8%19.2%16.7%(13.1%(12.5%12.8%14.5%

Asian 5.6% |5.9% 9.9% 8.3% 6.7%|6.4% | 5.6% | 5.6% |3.9% 4.2%
10.6%

Some otherrace |7.6% |7.0% |6.3% 6.9% 9.4% | 5.5% | 4.4%
15.7%11.4%12.1%11.4%

Two or more races 9.9% |7.9% [8.0% | 6.4%
12.9%10.4%15.8%13.7%16.6%11.5%14.0%

Hispanic or Latino |8.1% |8.5% | 9.8% 8.8% [8.2% | 7.4%  6.4% | 5.4%
11.2%11.0%10.8%

Foreign-born 6.3% | 6.4% 9.3% 9.9% 8.6% |8.3% 6.2% |5.9% |5.7% 4.9%
10.3%

Source: U.S. Census Bureau, American Community Survey

This will be especially important in Greater Minnesota, which has an older population than the
Twin Cities, with 18.2 percent of the population aged 65 years and over, compared to 14.0
percent in the mdro area. Greater Minnesota also has a lower percentage of people in their
prime working years, as well as much less racial diversity than the Twin Cities. While every
region in the state saw an increase in the number of jobs held by people of color or igenous
people over the past 20 years, only about 8 percent of jobs in Greater Minnesota are held by
people of color or indigenous people, compared to over 18 percent in the Twin Cities. Outside
the metro area, the most diverse workforces are found in th8outheast and Southwest regions
of the state, while the Northeast has the least diverse workforce overall. However, the racial
disparities in unemployment are found in every region throughout the state, making it an
opportunity for growth regardless of location. In sum, the data show that current population
and aging trends will lead to a tight labor market over the next decadewith some local areas
already experiencing labor force declines.

The challenges our state will face over the next 15 years are geat that we'll need to tackle
them with a multi-pronged approach to attract and retain workers of all demographic
characteristics. Retaining older workers beyond traditional retirement age, attracting and
retaining young talent, removing barriers facedby workers of all abilities, welcoming
immigrants from other countries, and educating and training the workers we do have are all
necessary to overcome these challenges. Because people of color, indigenous and immigrant
populations in Minnesota will continue to grow faster than the white nativeborn population,

particularly in the younger working age populations, the labor force will continue to diversify
rapidly.

Recognizing that the rapidly increasing share of existing workers are people of color, it beges
obvious that we must address this problem of persistent racial disparities directly. If these
disparities continue unabated, disadvantaged groups won't be the only ones who suffer.
Businesses and the economic welbeing of every resident of our state o will be affected.
Developing and implementing meaningfukolutions to close these racial gaps between our
state's white population and its populations of color is not only the right thing to do, it's the
necessary thing to do if we're to provide our eenomy and its employers with the workforce

Pagel5



necessary for success. © OEA AEAAA

I A

SETTAOT 0AGO

across Minnesota will need to adapt their recruitment and retention strategies and the state will
have a role to play in lelping businesses do just that.

1. EXISTING DEMAND INDUSTRY SECTORS AND OCCUPATIONS Provide an analysis of the

industries and occupations for which there is existing demand.

II. EMERGING DEMAND INDUSTRY SECTORS AND OCCUPATION Provide an analysis of

the industries and occupations for which demand is emerging.

))) 8
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. %
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occupations identified in 1 and 2 above, provide an assessment of the employment
needs of employers, including a description of thenowledge, skills, and abilities
required, including credentials and licenses.

As noted, there are hundreds of occupations in demand in Minnesota with a wide variety of
knowledge, skills, and abilities required, including several that require credentialsral licenses.
Included below is a list of the top 10 occupations with existing demand in 2019 and projected
10-year demand as of 2019, and educational requirement information for each occupation.

Top 10 Occupations in Existing Demand in Minnesota, 2019, and Projected 10 -year

Demand
SOC |Job Title Current Median |Projected 10 Education
Code Demand Wage year Growth RateRequirements
Rank
291141 Reqgistered Nurses 1 $79,297 +11.1% Associatés degree
533032 |Heavy & Tractor 2 $48,723 [+6.4% High school
Trailer Truck Drivers diploma or equiv.
412031 Retail Silespersons 3 $25,746 |-1.0% Less than high
school
399021 Personal Care Aides |4 $26,574 |+33.6% Less than high
school
353021 |Combined Food Prep ¢5 $24,064 [+12.0% Less than high
Serving Workers school
412011 Cashiers 6 $24,384 |-0.4% Less than high
school
311014 Nursing Assistarts 7 $34,418 [+5.8% Postsec. nordegreeg
award
411011 First-Line Supervisors |8 $41,640 [+2.6% High school
of Retail Workers diploma or equiv.
537062 |Laborers & Stock & 9 $34,454 |+5.5% Less than high
Material Movers school
311011 /Home Health Aides 10 $29,582 [+30.7% Less than high

school

Source: DEED Occupations in Demand, 2019
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https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=291141&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=291141&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=533032&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=533032&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=533032&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=533032&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=412031&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=412031&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=412031&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=399021&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=399021&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=399021&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=353021&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=353021&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=412011&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=412011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=412011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=311014&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=311014&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=311014&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=411011&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=411011&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=411011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=411011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=537062&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=537062&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=537062&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=537062&geog=2701000000
https://apps.deed.state.mn.us/lmi/oes/detailedOccupationData?code=311011&oidgeog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=311011&geog=2701000000
https://apps.deed.state.mn.us/lmi/oid/CIP_SchoolDetail.aspx?id=311011&geog=2701000000

Here is an example of how a job seeker would train for the occupation and receive a credential
or license for one of those irdemand occupationsa job seeker who is interested in becoming a
Registeréd . OOOA x1T O1 A OANOEOA AT AOOI AEAOAGO 10
state of Minnesota. Job seekers can find a list of Registered Nursing programs at Minnesota

there were 79 programs in the state, ranging from tweyear programs at community and

technical colleges to fouryear programs at universities.Once they have graduated with a

degree inRegistered Nursing, job seekers would also need to pass a licensing exam to practice
as a Registered Nurse in the state. The list of licenses needed in Minnesota are available through
CareerOneStopwhich includes a link to theMinnesota Board of Nursingvebsite. The full

process forapplying for an RN license by examinationequires an application fee, a

confirmation of program completion from the school of nursing, and then successful psage of

the National Council Licensure Examination (NCLEX). Job seekers will then be qualified to work
as a Registered Nurse in Minnesota.

B. WORKFORCE ANALYSIS

The Unified or Combined State Plan must include an analysis of the current workforce, inclugin
individuals with barriers to employment, as defined in section 3 of WIOfL] This population
must include individuals with disabilities among other group$2] in the State and across regions
identified by the State.

EMPLOYMENT AND UNEMPLOYMENT Provide an analysis of current employment and
unemployment data, including labor force participation rates, and trends in the State

1. LABOR MARKET TRENDS Provide an analysis of key labor market trends, including
across existing industries and occupations.

2. EDUCATION AND SKILL LEVELS OF THE WORKFORCE Provide an analysis of the
educational and skill levels of the workforce.

3. SKILL GAPS

Minnesota has consistently reported lower unemployment rates than the United States as a
whole. According to the Local Area Unemployment Statistics program, Minnesota's
unemployment rate hovered just below the national rate from 2005 to 2008, before rising as
high as 7.8 percent in 2009, then dropping back to preecession levels by 2014. Minnesota's
2018 unemployment rate was 2.9 percent, compared to 3.9 percent in the U.S (see Figure 3).
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https://apps.deed.state.mn.us/lmi/cpt/Search
https://www.careeronestop.org/Toolkit/Training/find-licenses.aspx?&keyword=Registered%20Nurses&location=MN
https://mn.gov/boards/nursing/
https://mn.gov/boards/nursing/licensure/apply-for-a-license/rn-lic-exam-us-prog.jsp
https://wioaplans.ed.gov/dashboard/13626#_ftn1
https://wioaplans.ed.gov/dashboard/13626#_ftn2

Figure 3. Annual Unemployment Rate, 2000-2018
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Source: DEED Local Area Unemployment Statistics

Within the state, the Twin Cities, Southeast and Southwest had tlmvest rates in 2018, while
the highest rates have consistently been found in Northern Minnesota.

Minnesota has much higher labor force participation rates than the United States, ranking
second highest in the nation in July of 2019. By age, Minnesota has higher labor force
participation rates than the nation in all but the oldest age group, but alscald lower
unemployment rates for all age groups. While participation rates are dropping slightly overall,
most notably in the 16 to 54 year old age groups, rates in the older age cohorts will likely see
increases over the next 10 years.

Oneyear estimates fom the 2017 American Community Survey show that unemployment rates
in Minnesota were also higher for younger people, especially those from 16 to 24 years of age,
and for people with lower educational attainment. In 2017, people with less than a high scHoo
diploma had an unemployment rate of 8.0 percent, compared to high school graduates at 3.9
percent, people with some college or associate's degrees at 3.1 percent, and workers with a
bachelor's degree or higher, at just 1.8 percent (see Table 6).

Table 6. Employment Status by Selected Characteristics, 2017

Minnesota/Minnesota MinnesotaUnited United States |United
States States

In Labor |Labor Force |Unemp. |In Labor Labor Force |Unemp.
Force Participation [rate Force Participation rate
Rate Rate
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MinnesotaMinnesota MinnesotaUnited United States |United
States States
Population 16 years3,073,870 [69.5% 3.6% 164,676,60563.2% 5.3%
and over
BY AGEGROUP
16 to 19 years 153,862 |52.8% 12.1% 6,650,454 |38.3% 17.3%
20 to 24 years 299,708 [84.9% 5.2% 16,418,641 [74.8% 9.4%
25 to 29 years 332,004 (88.8% 3.7% 19,115,033 [82.8% 6.1%
30 to 34 years 340,277 [88.4% 3.6% 18,116,595 (82.8% 5.0%
35 to 44 years 622,609 [88.8% 2.9% 33,881,154 82.4% 4.2%
45 to 54 years 614,620 |86.7% 2.6% 34,118,750 [80.6% 3.7%
55 to 59 years 314,797 [79.8% 3.0% 15,736,228 [72.3% 3.6%
60 to 64 years 231,519 |65.0% 2.1% 11,545,117 57.0% 3.3%
65 to 74 years 139,466 |28.3% 1.9% 7,670,824 [25.8% 3.2%
75 years and over|24,162  6.6% 2.4% 1,433,701 6.8% 3.2%
BY RACE AND
HISPANIC OR
LATINO ORIGIN
White alone 2,605,255 |69.2% 3.1% 120,718,424162.8% 4.5%
Black or African 179,530 [72.6% 8.3% 20,174,322 162.5% 9.5%
American alone
American Indian &24,595 56.9% 14.5% 1,195,629 [57.5% 10.2%
Alaska Native
Asian alone 145,166 [69.8% 4.2% 9,759,029 |64.9% 4.2%
Some other race 57,769 76.1% 4.4% 8,448,722 169.3% 6.3%
alone
Two or more races61,132 74.7% 6.4% 4,206,383 67.0% 8.1%
Hispanic or Latino|149,129 [76.6% 5.4% 28,493,543 |67.4% 6.0%
(of any race)
BY DISABILITY
STATUS
With any disability|153,416 [52.0% 7.4% 8,385,320 [42.2% 11.5%
BY EDUCATIONAL
ATTAINMENT

Pagel9



Minnesota/Minnesota MinnesotaUnited United States |United
States States
Population 25 to 642,455,310 84.1% 3.0% 132,597,94177.8% 4.3%
years
Less than high 117,035 [64.6% 8.0% 11,240,656 [60.2% 8.0%
school graduate
High school 501,766 |77.9% 3.9% 31,921,729 [72.2% 5.7%
graduate (inc. GED
Some college or 836,250 85.3% 3.1% 40,248,811 (79.2% 4.3%
associate's degree
Bachelor's degree|1,001,366 [89.9% 1.8% 49,128,230 [86.6% 2.6%
or higher

Source: U.S. Census Bureau, 2017 American Community Sui¥egrIEstimates

Minnesota also has higherdbor force participation rates than the nation for every race group
except for American Indians, and higher rates for workers with disabilities and at every level of
educational attainment. However, several of these groups have large unemployment rate
disparities, which could be a potential source of workers if rates continue to improve for all
groups.

About 295,000 Minnesotans aged 16 years and over have disabilities. Of those, nearly 153,500
people with disabilities are in the labor market. However, theirate of unemployment, at 7.4
percent, far exceeds the overall unemployment rate in Minnesota (the comparable number was
3.6% for the same time period). People with disabilities also have a much lower labor force
participation rate than the general populaton, at 52 percent compared to 69.5 percent overall.
Helping workers with disabilities find and retain employment is a great opportunity for
Minnesota employers (see Table 7).

Table 7. Minnesota Labor Force Participation and Unemployment Rate for Workers with
Disabilities, 2007 -2017

2007 2008 [2009 2010 2011 2012 2013 2014 2015 2016 2017

Labor force 53.4%56.8%53.6%52.09%51.6%49.4%52.4%49.8%52.7%52.2%52.0%
participation rate

Unemployment rate |12.6%9.9% |15.0%15.3%17.0%14.7%11.8%10.6%9.6% 8.0% 7.4%

Source: U.S. Census Bureau, American Community Survey

Another source of new workers are people with criminal records. According to Census data,
there were just over 20,000 adults living in correctional facilities in Minnesota, with about twe
thirds residing in state and federal prisons, and the other third higl in local jails. Nearly all will

be released into the community after serving their sentence with many still under correctional
supervision, which often comes with a condition of securing and maintaining employment. Over
111,000 adult offenders are supevised in the community statewide by Community Corrections,
County Probation Agents and DOC agents. However, many of these individuals struggle to find
employment. In a recent study of employment outcomes for people leaving Minnesota
Correctional Facilities 23 percent were employed during the first 12 months after release from
prison. Whether exoffenders worked in the year prior to their most recent admission to prison
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had a significant impact on whether they found work after release: of the 12 percent tha

worked in the year before coming to prison, 87 percent found a job in the first year after release.
Of the adults in Minnesota Correctional Facilities, 28 percent have not completed high school or
GED; 71 percent have.

With about 93 percent of adults haing a high school diploma or higher, Minnesota has the

highest educational attainment in the U.S. We also rank tt@or the percent of people with a
AAAEAT 1 060 AACOAA 1T O EECEAOh OOCCAOOET C A EECEI L
Through 2017, dout 42.7 percent of adults aged 18 years and over had earned a college degree,
AEOEAO AOOI AEAOAGOh AAAEAT T 080h 10 AAOAT AAA AACC
rates were increasing for younger age groups, who are making the most out of oppamnities

that may not have been as available to older age groups.

Table 8. Educational Attainment for the Adult Population, 2017, Minnesota

Number Percent
Total Population, 18 years & over 4,204,388 100.0%
Less than high school 328,702 7.8%
High school graduate (incl. equiv.) 1,076,746 25.6%
Some college, no degree 1,001,402 23.8%
Associate's degree 446,232 10.6%
Bachelor's degree 912,289 21.7%
Advanced degree 439,017 10.4%

Source2013-2017 American Community Survey

Like participation and unemployment rates, educational attainment varies significantly by race

and ethnicity in Minnesota. Ovepone-third of Hispanic or Latino residents or people of Some

Other Race had less than a high school diploma, compared to just 5.3 percent of white residents.

However, over onethird of black or African Americans, American Indians, and people of Two or

More2 AAARO EAOA AOOAT AAA OIiT A AiiT1ACA 10 AAOT AA Al
OAOEAAT 66 EAA A AAAEAI 1080 AACOAA 1O EECEAOh xEE
Figure 4). Data from the American Community Survey show that educationatainment rates

were going up across the board, especially for populations of people of color.
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Figure 4. Minnesota Educational Attainment for the population aged 25 years & over by
Race or Origin, 2017

O Less than high school diploma OHigh school graduate (inc. equiv.)
@ Some college or associate's degree @ Bachelor's degree or highe
0% 200 40% 60% 80% 100%
Total Population  7.2%] 25.4% | 32.6%
White Alone  §.3% 25.8% | 33.2%
Black or African American Alone 18.7% [ 26.3% |
American Indian Alone 171% | 32.7% |
Asian Alone 200% | 158% [  212% [ |
Some Other Race Alone 44.1% | 26.6% | 17.2% u
I'wo or More Races _10.3% | 208% | 37.3% [ 3te% |
Hispanic or Latino 35.2% ] 26.1% | 22.3% _ 164%

Source: 2013-2017 American Communily Survey

SKILL GAPS

During the past few years, there has been a great deal of discussion about the issue of workforce
alignment in Minnesota» specifically, a phenorenon known as skill gaps. Recent studies and

popular press articles warn us that employers cannot find an adequate supply of workers to

meet the demands of the jobs they have: workers may lack the skills, experience, or education

needed to adequately carryout job duties. Policymakers and educators in Minnesota are

AT 1T AAOT AA AAT OO OEAOA AAEEAEAT AEAOR AT A AOA 11 OE
DOl PAOI U xEOE xEAOG6O0 1T AAAAA Ed thaOs deficierkidsiindhel AOE A Q¢
workforc e supply? become especially salient and problematic during the hiring process. If too

few job applicants have the right skills, knowledge, or experience to qualify for the job (or if too

few people apply for the position, period), then that is consistent wh the interpretation that

OEAOA EO A CAPh 10O I EOIi AOAEh AAOxAAT x1T OEAOOS OE
the job (demand). On the other hand, it is important to realize that there are a variety of reasons

an employer may have hiring diffiulties, and that many of these have nothing to do with the

available supply. Characteristics of the firm and/or the job itself could reduce the likelihood that

candidates will choose to apply for or accept any given position. Some of the most basic

OAAI HERAA6 EAAOTI 00 ET Al OAA OEA xAcCA T ££ZAOAAR OEA
Minnesota is working to help job seekers lacking necessary skills attain them for fulfilling

employment. Career seekers participating in skills training programs fomn-demand

occupations would also be assessed for gaps in support needs, such as child care, transportation

and other basic needsThe fundamental basis forthe design ofour career pathwayswas

initiated in the FastTRAQrogram. This design continuesinMi T AOT OA86 O 0AOExAUO OIl
program. The goal is to provide the shortest successful path to educational/credential

attainment and transition into occupations in demand.

HOUSEHOLD INCOMES, WAGES AND COST OF LIVING

Not only hard working, Minnesotans arealso high earning. At $68,388, Minnesota's median
household income is higher than the nation's, at $60,336, according to data from the American
Community Survey (ACS) 2017 -¥ear Estimates. Approximately 36 percent of households in
Minnesota had incomes blow $50,000 in 2017, compared to about 42 percent nationwide.
Another one-third (32.5%) of households in Minnesota earned between $50,000 and $100,000,
compared to 30 percent nationally. Lastly, another on¢hird of households (31.6%) in
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Minnesota earn mae than $100,000 per year, compared to 28 percent of households in the
nation.

While Minnesota enjoys higher median household incomes than the nation overall, there again
are disparities present between the state's racial and ethnic populations. Overallpisehold
incomes were lower for people of color and indigenous people. For example, those reporting as
black or African American had a median household income of $38,147 in 2017, just over half the
median household income reported by the state's white pogation, at $71,547. Those reporting
as Asian were the only norwhite group to have a higher median income than white households,
at $74,766 (see Figure 5).

Figure 5. Minnesota Median Household Income by
Race or Origin, 2007-2017
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Source: U.5. Census Bureau, American Community Survey

The gaps have persisted over time, though incomes were rising across the board. From 2007 to
2017, median household incomes increased around 25 percent for white, black, Asian, and
Hispanic or Latino households, and between 10 and 15 percent for American Indians and
households of two or more races. More recently, median household incomes climbed fadiar
black or African American households, households of some other race, and Hispanics or Latinos
than for white or Asian households in the past two years (see Figure 4).

Along with income, it is important to know the cost of living in the State of Minnega. DEED's
Cost of Living tool provides a yearly estimate of the basic needs cost of living in Minnesota, for
individuals and families, by county, region, and statewide. Using the state's average family size
which consists of one fulitime working adult, one parttime working adult, and one child- the
basic needs cost of living in Minnesota is $55,548. As such, each adult worker would need to
earn $17.80 to meet the state's basic needs budget for a typical family of three; while the cost of
living is lower for a single individual with no children. Estimates vary widely across the state,
and different household sizes, work arrangements, and locations provide different costs of
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living and wage requirements, ranging from a low of $44,952 in Southwest Minnet to a high
of $60,864 in the Twin Cities (see Table 9).

Table 9. Basic Needs Cost of Living Estimates in Minnesota, 2018

Single Single Hourly Monthly [Monthly Monthly Monthly Monthly |Other |Monthly
Adult Yearly Wage |Child Food |Health Housing|Trans- Monthly Taxes
(working |Cost of Required (CareCost/Costs |Care  |Costs |portation |Costs

full -time), |Living Costs Costs

0 children

Central $31,212%$15.01 $0 $326 [$137 727  $698 $323  $390
Minnesota

Northeast |$28,656$13.78 $0 $329 [$138 $642  $637 $298 $344
Minnesota

Northwest/$27,864$13.40 $0 $329 [$138 $581  $660 $280 [$334
Minnesota

Southeast$28,020$13.47 $0 $329 [$138 $612  $632 $289 |$335
Minnesota

Southwest$26,724$12.85 |$0 $332 [$138 577  $590 $279 |$311
Minnesota

Twin $32,640$15.69 $0 $339 $136 [$860 [$611 $368  $406
Cities

Metro

Area

State of $30,900$14.86 |$0 $335  $137 [$759  [$629 $336  $379
Minnesota

Typical |[Family Hourly [Monthly |Monthly [Monthly Monthly Monthly |Other  |Monthly
Family: 2 Yearly Wage |Child Food |Health |HousingTrans- |Monthly Taxes
Adults (1 |Cost of Required |Care Cost Care |Cost portation |Costs
working |Living Cost Cost Cost

full -time,

1 part -

time), 1

child

Central $53,076$17.01 $358 $745 [$487 $939  $815 $517  |$562
Minnesota

Northeast |$48,540$15.56 |$278 $751 [$496 $839  $740 $488  |$453
Minnesota

Northwest$47,136$15.11 |$246 $752 [$496 772 $768 $468  |$426
Minnesota

Southeast$49,332$15.81 $346 $753 [$496  $822  $733 $484  |$477
Minnesota
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Single Single Hourly |Monthly Monthly Monthly Monthly Monthly |Other  |Monthly
Adult Yearly Wage |Child Food |Health Housing|Trans- Monthly Taxes

(working |Cost of Required |CareCostCosts Care  |Costs |portation |Costs
full -time), |Living Costs Costs
0 children

Southwest$44,952%$14.41 |$228 $759 $496  $750 $681 $463  [$369
Minnesota

Twin $60,864%$19.51 |$685 $775 $476 |$1,110 $706 $579 |$741
Cities
Metro
Area

State of |$55,548%$17.80 [$511 $764 $484  |$986 $729 $537 $618
Minnesota

Source: DEED Cost of Living tool

The median hourly wage for all occupations in Minnesota was $20.95 in 2019, according to data
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regions were higher than the wage required to meet a basic needs budget for a typical family.

However, like cost of living, wages varied by region with the lowest wages reported in

Southwest and Northwest Minnesota, and the highest wagesfered in the Twin Cities metro

area (see Table 10). The difference in median wages between the Twin Cities and Greater

Minnesota works out to about $4.14 an hour, or the equivalent of $8,615 over the course of a

full-time work year (40 hours per week, @ 2,080 per year).

Table 10. Occupational Employment Statistics by Planning Region, 2019

Median Hourly Wage  |[Estimated Regional Employment
Central Minnesota $18.94 286,270
Northeast Minnesota $18.57 144,430
Northwest Minnesota $18.09 223,830
Southeast Minnesota $19.28 241,540
Southwest Minnesota $18.02 176,430
Twin Cities Metro Area $22.78 1,793,870
State of Minnesota $20.95 2,867,700

Source: DEED Occupational Employment Statistics

Not surprisingly, the lowestpaying jobs are concentrated in food prep and serving; personal

care and service; building, grounds cleaning and maintenae; sales and related; farming,

fishing and forestry; and health care support, all of which have lower median hourly wages than
what would be required to meet the basic needs cost of living described above. For the most
part, the gap in pay between GreateMinnesota and the Twin Cities is also much lower in these
jobs. In contrast, the highest paying jobs are found in management, computer and mathematical,
architecture and engineering, legal, health care practitioners, business and financial operations,
and life, physical, and social science occupations, which all need higher levels of education and
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experience, including many that require postsecondary training (see Table 11). The pay gaps
between Greater Minnesota and the Twin Cities are much bigger in the occupations.

Table 11. Minnesota Occupational Employment Statistics, 2019

Occupational Group Median Hourly |[Estimated Employ |Share of Total
Wage ment Employment
Total, All Occupations $20.95 2,867,700 100.0%
Office & Administrative Suppori$19.10 405,970 14.2%
Sales & Related $14.97 277,070 9.7%
Food Preparation & Serving  $11.90 242,170 8.4%
Related
Production $18.68 214,230 7.5%
Health Care Practitioners &  [$35.79 190,720 6.7%
Technical
Transportation & Material $18.48 177,580 6.2%
Moving
Management $51.26 171,250 6.0%
Education, Training & Library [$24.22 166,300 5.8%
Business & Financial $33.03 164,510 5.7%
Operations
Personal Care & Service $12.90 144,070 5.0%
Construction & Extraction $28.07 100,510 3.5%
Installation, Maintenance & $23.13 100,030 3.5%
Repair
Computer & Mathematical $40.96 96,020 3.3%
Building, Grounds Cleaning & $14.97 85,820 3.0%
Maint.
Health Care Support $16.82 83,380 2.9%
Community & Social Service [$22.73 57,870 2.0%
Architecture & Engineering $37.53 56,070 2.0%
Protective Service $21.52 44,390 1.5%
Arts, Design, Entertainment & ($24.35 39,670 1.4%
Media
Life, Physical & Social Science/$33.54 26,210 0.9%
Legal $36.50 19,870 0.7%
Farming, Fishing & Forestry |$16.51 3,980 0.1%
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Source: DEED Occupational Employment Statistics, Qtr. 1 2019
JOB VACANCIES, OCCUPATIONS IN DEMAND, EMPLOYMENT PROJECTIONS

Employers in Minnesota reported nearly 137,000 job vacancies in the fourthuagrter of 2018,

which is the highest ever recorded, and more than five times the number posted during the
Great Recession in 2009. As such, there were now just 0.6 unemployed persons for each
vacancy, which is tied for the lowest ratio on record and suggesthat the labor market remains
tight as baby boomers retire and job growth continues at a moderate pace. Regionally, 76,500 of
statewide job vacancies (55.9%) were reported in the Seve@ounty Twin Cities Metro Area,

with the remaining 60,400 vacancies44.1%) reported in Greater Minnesota. Over the past five
years, between the second quarters of 2014 and 2018, the number of job vacancies increased by
55 percent in the Metro Area and by 52 percent in Greater Minnesota. After averaging annual
job vacancy ncreases of 15 percent between 2013 and 2017, this latest ov#dre-year increase

of 18 percent suggests continued employment growth and increased retirements are leading to
the accelerated need for workers. Barring any recession, this increased need fornkers may
continue well into the next decade, if not further into the future.

The median hourly wage offer was $15.01 across all occupations, but ranged from a low of
around $12.00 per hour for protective service, food prep and serving, and personal care and
services workers, to more than $30 per hour or more for management, computand
mathematical, legal, and architecture and engineering occupations. Reflecting heightened
demand for occupations and for the workers to fill the openings, wage offers were increasing
across occupational groups.

Overall, 37 percent of the openings werpart-time, which is down slightly compared to

previous years. Likewise, only 35 percent of current openings required postsecondary
education, while 45 percent required a year or more of experience. Interestingly, postsecondary
educational requirements inthe state have been stable or declining over the past 5 years, while
work experience requirements were rising (see Table 12).

Table 12. Minnesota Job Vacancy Survey Results, 4h Qtr. 2018

Number of|Percent|Percent Requiring |Requiring 1 Requiring [Median

Total Part- Temporary |Post or More Certificate |Hourly
Vacanciestime  |or SeasonalSecondary |Years of or License (Wage
Education |[Experience Offer
Total, All 136,917 37% 9% 35% 45% 35% $15.01
Occupations
Food 18,761 62% 7% 7% 19% 11% $11.88

Preparation &
Serving Related

Sales & Related16,427 43% (9% 12% 37% 8% $13.20
Personal Care §12,420 62% 5% 24% 29% 51% $12.00
Service

Office & 10,131 33% 4% 14% 46% 8% $14.72
Administrative

Support
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Number oflPercent Percent Requiring |Requiring 1 Requiring [Median
Total Part- |[Temporary |Post or More Certificate |Hourly
Vacanciesjtime or SeasonalSecondary |Years of or License Wage
Education |[Experience Offer
Transportation |9,931 35% [13% 13% 46% 71% $15.52
& Material
Moving
Production 9,439 7% 8% 13% 37% 7% $15.98
Health Care 8,818 42% 2% 92% 60% 93% $25.75
Practitioners &
Technical
Building, 7,071 39% 30% 4% 20% 15% $14.86
Grounds
Cleaning &
Maint.
Health Care 5,350 57% 2% 35% 19% 75% $13.48
Support
Education, 4,888 45% 27% 85% 68% 83% $15.92
Training &
Library
Installation, 4,634 6% 2% 46% 71% 40% $20.77
Maintenance &
Repair
Management |4,602 3% 1% 88% 96% 22% $40.31
Business & 4,285 8% 2% 383% 92% 22% $28.83
Financial
Operations
Computer & 4,093 1% 1% 85% 97% 10% $34.92
Mathematical
Construction & 3,447 16% 41% 39% 59% 46% $20.67
Extraction
Community & (2,761 25% 6% 88% 76% 66% $19.40
Social Service
Architecture & |2,608 0% 3% 83% 89% 25% $30.35
Engineering
Protective 2,394 64% |4% 15% 30% 71% $11.45
Service
Arts, Design, 11,276 35% 7% 54% 63% 17% $17.47
Entertainment
& Media
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Number ofPercent Percent Requiring |Requiring 1 Requiring Median
Total Part- Temporary |Post or More Certificate |Hourly
Vacanciestime  |or SeasonalSecondary |Years of or License Wage
Education |[Experience Offer
Life, Physical & 1,125 7% 3% 82% 78% 32% $24.66
Social Sciences
Legal 458 4% 2% 94% 90% 60% $30.95

Source DEED Job Vacancy Survey, @itr. 2018
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program shows that only about 36 percent of jobs in the state require postsecondary education

for entry. The other 64 percent can be started with a high school diphea or less and some
amount of onthe-job training (See Figure 6).

Figure 6. Minnesota Share of Jobs by
Educational Requirements for Entry,
2019 B High School

Diploma or

Less
B Vvocational

Award

0O Associate
Degree

B EBEachelor's
Degree

B Graduate
Degree

B Mo Clear
Educational
Assignment

Source: DEED Occupational Employment Statistics

Certain careersz such as dentists, lawyers, and teachegsrequire a college education, while
other jobs z including cost estimators, sales representatives, and correctional officegsdo not.
Collegeis an excellent way to move up career ladders and open windows of opportunity to
fields that would otherwise be closed, such as nursing or engineering. Many of these
occupations offer high wages and are in high demand in the marketplace.

While education is typically a worthwhile investment, college can be expensigewith average
annual expenses ranging between $14,500 and almost $50,000 per year in Minnesota. For those
who go to college, choice of major matters different programs lead to diferent jobs that earn
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different amounts of money. Students and job seekers can use labor market data to make more
informed career decisions.

In light of increased vacancies and increased demand for workers, DEED's Occupations in
Demand (OID) tool sheds giht on those occupations showing the most current need. These
occupations are spread across different sectors in each region, but are typically concentrated in
major industries. For example, retail salespersons, food prep workers, personal care aides, &uc
drivers, customer service representatives, registered nurses, computer user support specialists,
software developers, industrial engineers, and elementary and secondary school teachers are

among the top occupations in demand based on the consistent nefed workers in these fields.
Much of the current demand is found in health care, accommodation and food services, retail
trade, and manufacturing (see Table 13).

Table 13. Minnesota Top Occupations in Demand by Education Requirements, 2019

Less than High 8hool |High School or EquivaleniSome College or "AAEAIT T O6
Assoc. Degree Higher
Retail Salespersons  |Heavy & TractorTrailer |Registered Nurses |Software
Truck Drivers ($48,723) |($79,297) Developers,
($25,746) Applications
($96,880)

Personal Care Aides

($26,574)

First-Line Supervisors of
Retail Sales Workers
($41,640)

Nursing Assistants

($34,418)

Computer Systems
Analysts ($91,593)

Combined Food Prep &

First-Line Supervisors of

Licensed Practical

Web Developers

Serving Workers Food Prep Nurses

($24,064) & Serving Workers ($47,706) ($79,235)
($37,134)

Cashiers Secretaries & Automotive Service |Financial Analysts
Administrative Assistants Techs. & Mechanics

($24,384) ($41,019) ($40,865) ($87,604)

Laborers & Freight, Office Clerks, General Electricians Medical & Health

Stock & Material Services Managers

Movers, Hand ($34,454)($37,244) ($72,471) ($102,024)

Home Health Aides Sales Representatives, |Machinists Elementary School
Wholesale & Teachers ($62,904)

($29,582) Manufacturing ($65,395) (($50,640)

Cooks, Restaurant

($29,730)

Maintenance & Repair
Workers, General
($43,740)

Computer User
Support Specialists
($54,704)

Industrial Engineers

($88,112)

Waiters & Waitresses

($23,072)

Customer Service
Representatives ($38,589

Electrical &
Electronics
Engineering Techs.
($62,198)

Secondary School
Teachers ($62,643)
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Less than High 8hool |High School or EquivaleniSome College or "AAEAIT T O6

Assoc. Degree Higher
Maids & Hous&eeping |Childcare Workers CNC Machine Tool |Management
Cleaners ($26,889) Programmers Analysts
($24,920) ($61,624)

($79,926)
Counter Attendants, Pharmacy Technicians |Industrial Machinery |Human Resources
Cafeteria & Concession Mechanics ($55,991) Specialists
($23,059) ($37,437) ($61,520)

Source: DEED Occupations in Demand

In addition to current demand, it is also important to understand future demand. According to
employment projections, Minnesota is expecteda see job growth of 5.9 percent from 2016 to
2026. That's equivalent to 181,600 net new jobs, with nearly 128,000 slated for the Twin Cities
Metro Area and the remaining 53,600 net new jobs set to be gained in Greater Minnesota.
Zooming in, Central Minnesta is anticipated to be the fastest growing region within Minnesota,
with a projected growth rate of 8.6 percent between 2016 and 2026, followed closely by the
Twin Cities at 6.8 percent. Southeast and Northwest are projected to grow by 4.6 percent and
4.2 percent, respectively, while Northeast and Southwest botexpected to grow around 1
percent. In addition, Minnesota is projected to have 1,480,027 labor force exit openings, due to
current workers retiring or otherwise leaving their occupation. These rephcement openings
outpace new jobs in every case, meaning that many jobs will be available and in demand, even
without seeing projected growth (see Table 14).

Table 14. Minnesota Employment Projections by Occupational Group, 2016 -2026

Occupational Group 2016 2026 2016-2026  [Total Job Labor Force Exit

Estimate |Projection |Percent Growth Openings
Change Change

Total, All Occupations 3,097,300 3,278,900 +5.9% +181,600 +1,480,027

Office & Administrative423,742 420,508 -0.8% -3,234 +215,579

Support

Sales & Related 295,312 300,901 +1.9% +5,589 +171,482

Food Preparation & 240,410 253,705 +5.5% +13,295 +188,240

Serving Related

Management 236,316 249,678 [+5.7% +13,362 +76,453

Production 224,787 220,282  -2.0% -4,505 +92,681

Health Care 183,794 206,612 [+12.4% +22,818 +52,477

Practitioners &

Technical

Transportation & 188,103 (196,338 [+4.4% +8,235 +95,838

Material Moving
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Occupational Group 2016 2026 2016-2026  [Total Job Labor Force Exil

Estimate |Projection |Percent Growth Openings
Change Change

Personal Care & 161,950 (192,106 [+18.6% +30,156 +135,610
Service
Business & Financial (177,222 192,016 +8.3% +14,794 +54,002
Operations
Education, Training, &(172,960 184,770 +6.8% +11,810 +75,921
Library
Construction & 119,141 129,151 +8.4% +10,010 +43,767
Extraction
Computer & 100,985 (110,159 +9.1% +9,174 +17,971
Mathematical
Installation, 103,306 (109,973  [+6.5% +6,667 +36,967
Maintenance, & Repait
Health Care Support 88,928 104,062 |+17.0% +15,134 +55,746
Building, Grounds 95,789 103,753 [+8.3% +7,964 +61,229
Cleaning & Maint.
Community & Social 63,422 69,174 +9.1% +5,752 +26,725
Service
Architecture & 55,330 59,926 +8.3% +4,596 +14,513
Engineering
Arts, Design, 54,952 56,941 +3.6% +1,989 +23,067
Entertainment, &
Media
Protective Service 46,716 48,695 +4.2% +1,979 +23,119
Life, Physical, & Social26,096 28,789 +10.3% +2,693 +6,812
Science
Legal 21,531 23,406 +8.7% +1,875 +5,543
Farming, Fishing, & 16,508 17,955 +8.8% +1,447 +6,285
Forestry

Source: DEED 2018026 Employment Outlook

Only two occupational groups are expected to see declines through 2026, but they are both
among the five largest occupational groups in the state. Office and administrative support is
expected to see a small declain total jobs, but will still have the largest number of total
openings due to a huge number of labor force exit openings. Likewise, production occupations
are projected to decline by 2 percent, but will still have nearly 93,000 openings due to
retirements or other labor force exits. In contrast, the occupations that are expected to see the
most new job growth include personal care and service, health care practitioners and health
care support, and business and financial operations occupations. Food pregon and serving
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and sales and related occupations are projected to see the most openings due to turnover and
labor force exits (see Table 14).

INDUSTRY TRENDS, PROJECTIONS, AND WORKFORCE DEMOGRAPHICS

Statewide, Minnesota was home to 175,211 business ablishments providing 2,881,140 jobs
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employment is located in the Twin Cities metro region. Central and Southeast are the next

largest regions, while Northeasis the smallest region in terms of employment. Average annual

wages were $58,015 across the state, but ranged from a low of $39,268 in Northwest to a high of

$64,722 in the Twin Cities. Employers in the state added nearly 189,000 jobs over the past five

years, with 75 percent of that growth occurring in the Twin Cities metro area, though all six

planning regions saw employment growth during that time frame (see Table 15).

Table 15. Minnesota Employment Statistics, 2018

2018 2018 2018 Annual Data2018  2013- 2013- 2017- 2017-

Annual |Annual [Total Payroll Annual 2018 2018 2018 2018
Data |Data Data  |Change irPercent/Change |Percent
Number [Number of Avg. Jobs Changelin Jobs |Change
of Firms [Jobs Annual

Wages

Central 17,925 276,393 $12,090,968,947 $43,746 +17,590 [+6.8% +1,466 +0.5%
Minnesota

Northeast (8,846 143,638 [$6,488,391,239 |$45,172 +3,317 +2.4% [+276 |+0.2%
Minnesota

Northwest (16,572 221,341 [$8,691,524,714 |$39,268+7,612 |+3.6% |0 0.0%
Minnesota

Southeast|12,543 244,597 |$12,785,765,212 |$52,273 [+9,437 +4.0% +1,845 +0.8%
Minnesota

Southwest|12,307 (177,006 |$7,395,247,152 |$41,780+2,703 +1.6% [-437 -0.2%
Minnesota

Twin 83,451 |1,761,988/$114,039,835,209%64,722 +141,376(+8.7% [+22,432+1.3%
Cities
Metro
Area

State of 175,211 2,881,140 $167,150,262,669%$58,015 [+188,970(+7.0% +27,136+1.0%
Minnesota

Source: DEED Quarterly Census of Employment & Wages (QCEW) program

Minnesota ended 2018 with over 200,600 more jobs than it had in 2008. Employers in the state
regained all of the jobs lost during the Great Recession by 2013, and have since provided steady
employment growth. Between the annual low of 2,563,391 jobs following the Great Recession in
2010 and the new peak reached in 2018, Minnesota employers had adddabat 317,750 jobs

for a growth rate of 12.4 percent. The Twin Cities Metro Area was the fastegtowing region of
Minnesota between 2013 and 2018, although Central Minnesota was just behind it, growing by
6.8 percent during that time. Northwest and Southest Minnesota both grew by about 4 percent
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over the past five years, while Northeast and Southwest saw smaller amounts of growth.
Southwest was the only region that lost jobs in the past year, while the Twin Cities again led the
state in growth ((see Tablel5 and Figure 7).

Figure 7. Industry Employment Statistics, 2003-2018
1,800,000 e Twin fes Metre Ares —eMinnessta 761,988 3,000,000
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With almost 500,000 jobs, health care and social assistance is the largest employing industry in
Minnesota, accounting for 17.2 percent of the state's total employment. With 321,836 jobs,
manufacturing is Minnesota's second largesemploying industry, accounting for 11.2 percent of
the state's total jobs. With 298,489 jobs, retail trade rounds out Minnesota's tefhree largest
employing industries, accounting for 10.4 percent of the state's total employment. Altogether,
these three indugries account for nearly 40 percent of the state's total employment.

Other large and important industries include accommodation and food services, educational
services, professional and technical services, finance and insurance, administrative support and
waste management services, public administration, wholesale trade, construction, and
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numbers.

Not surprisingly, health care and social assistance added the mgsbs between 2013 and 2018,
gaining just over 50,000 jobs. Professional, scientific, and technical services added the second
most jobs during this period of time, up about 26,600 jobs, growing by 19.5 percent. Coming in
third, construction added 21,405 joks, growing by 19.9 percent, making it the fastesgrowing
industry in Minnesota since 2013. Overall, 16 of 20 industry sectors withessed employment
growth in Minnesota between 2013 and 2018, with only information and real estate, rental and
leasing seeingmajor declines. Fifteen industries gained jobs in the past year, again led by health
care and social assistance (see Table 16).

Table 16. Minnesota Industry Employment Statistics, 2018

NAICS Industry 2018 2018 2018 Annual |Avg. 2013- |2013- 2017- [2017-

Title Annual /Annual Data Total |Annual 2018 2018 2018 |2018
Data |Data Payroll Wage [Change |PercentChange|Percent
Number|Number |($1,000s) in Jobs Changein Jobs |Change
of Firms|of Jobs

Total, All 175,2112,881,140%$167,150,263$58,015 +188,970+7.0% +27,136+1.0%

Industries
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NAICS Industry 2018 2018 2018 Annual Avg. 2013- 2013- 2017- [2017-

Title Annual |Annual |Data Total |Annual [2018 2018 2018 |2018
Data |Data Payroll Wage |Change |PercentChange Percent
Number Number |($1,000s) in Jobs |Changein Jobs Change
of Firms|of Jobs

Health Care & |16,803 496,832 $26,294,030 $52,923 +50,059 +11.2%+9,436 [+1.9%

Social

Assistance

Manufacturing 8,477 (321,836 $21,594,320 $67,097 +14,612 +4.8% +2,833 +0.9%

Retail Trade 18,649 298,489 |$9,163,946 [$30,701 |+11,547 +4.0% |-516 -0.2%

Accommodation12,050 233,422 |$4,708,319 [$20,171 |+16,439 +7.6% [+1,600 +0.7%

& Food Serviceg

Educational 4,275 230,907 $11,586,261 |$50,177 |+12,513 +5.7% [+2,206 +1.0%

Services

Professional & 22,225 163,394 |$15,471,603 |$94,689 [+26,639 [+19.5%+3,311 +2.1%

Technical

Services

Finance & 9,594 144,053 [$15,265,879 |$105,974+4,146 [+3.0% +1,964 +1.4%

Insurance

Admin. Support 8,321 135,504 $5,529,146 |$40,804 [+808 +0.6% [+381 +0.3%

& Waste Mgmt.

Svcs.

Public 3,382 (134,417 $7,814,295 [$58,135 [+10,595 [+8.6% +2,356 [+1.8%

Administration

Wholesale 13,406 (130,952 |$11,058,667 |$84,448 [+392 +0.3% 1,460 -1.1%

Trade

Construction |16,651 |128,769 |$8,637,814 |$67,080 +21,405 +19.9%+2,202 +1.7%

Transportation 5,649 (108,377 $5,869,789 $54,161 +15,044 +16.1%+1,598 +1.5%

& Warehousing

Other Services |17,084 90,246 $3,091,239 |$34,253 [+4,813 [+5.6% [+93 +0.1%

Management of1,471 81,229 |$10,339,223 $127,285+4,281 |+5.6% |+1,138 [+1.4%

Companies

Arts, 3,314 53,023 $1,913,410 |$36,086 [+4,015 [+8.2% +1,074 +2.1%

Entertainment,

& Recreation

Information 4,045 |52,849 |$4,063,308 |$76,885 |-4,184 |-7.3% [-1,184 |-2.2%

Real Estate & (6,289 |35,329 |$1,857,795 |$52,586 |-4,429 |-11.1% +385 +1.1%

Rental &

Leasing
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NAICS Industry 2018 2018 2018 Annual |Avg. 2013- 2013- 2017- 2017-

Title Annual /Annual |Data Total |Annual (2018 2018 (2018 |2018
Data |Data Payroll Wage [Change [PercentChange|Percent
Number Number |($1,000s) in Jobs |Changein Jobs Change

of Firms|of Jobs

Agriculture, 2,854 21,855 [$860,239 $39,361 +1,251 +6.1% -327 |-1.5%
Forestry, Fish &

Hunting
Utilities 457 13,772 $1,487,105 [$107,980-631 -4.4% -91 -0.7%
Mining 216 5,880 $543,876 $92,496 -343 -55% +133 [+2.3%

Source: DEED Quarterly Census of Employment & Wages (QCEW) program

As noted, Minnesota's economy is expected to grow by 5.9 percent between 2016 and 2026, a
gain of 181,600 jobs. The largest and fastest growing industry is projected to be health care and
social assistance, which is anticipated to account for over 43 percent of total growth between
2016 and 2026. The state is also projected to see continued rapid job growth in professional and
technical services and construction. Even agriculture and miningre expected to see job
expansions. These industries will need to focus on recruiting new workers to meet their
workforce needs. The state is expected to see small job cuts in manufacturing and information.
While these industries are projected to declinetirough 2026, there will be the need for
replacement workers (see Table 17).

Table 17. Minnesota Industry Employment Projections, 2016 -2026

Estimated Projected Percent Numeric
Employment Employment Change 2016- Change 2016
2016 2026 2026 2026
Total, All Industries (3,097,300 3,278,900 +5.9% +181,600
Health Care & Social/462,083 540,500 +17.0% +78,417
Assistance
Manufacturing 317,411 312,018 -1.7% -5,393
Retail Trade 298,041 298,920 +0.3% +879
Educational Services241,732 253,880 +5.0% +12,148
Accommodation & 222,202 233,880 +5.3% +11,678
Food Services
Public Administration/178,492 185,800 +4.1% +7,308
Professional & 158,194 180,210 +13.9% +22,016
Technical Services
Finance & Insurance (142,355 149,300 +4.9% +6,945
Administrative & 135,918 143,320 +5.4% +7,402
Waste Services
Wholesale Trade 131,844 135,500 +2.8% +3,656
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Estimated Projected Percent Numeric
Employment Employment Change 2016- Change 2016
2016 2026 2026 2026
Other Services, Ex. 124,776 128,493 +3.0% +3,717
Public Admin
Construction 115,986 126,315 +8.9% +10,329
Transportation & 102,244 107,389 +5.0% +5,145
Warehousing
Management of 78,473 82,000 +4.5% +3,527
Companies
Arts, Entertainment, 54,812 57,830 +5.5% +3,018
& Recreation
Information 50,170 49,580 -1.2% -590
Real Estate & Rental 34,577 35,800 +3.5% +1,223
& Leasing
Agriculture, Forestry, 24,206 26,790 +10.7% +2,584
Fish & Hunt
Utilities 12,513 12,590 +0.6% +77
Mining 5,364 5,780 +7.8% +416

Source: DEED 2018026 Employment Outlook

I AAT OAET ¢ O $%%$80 10A00A0I U %I PIiTUIATO $AIT COA
the state was aging over the past 10 years. Through 2018, over one fifth (21.5%) of workers in
the state were 55 years or oldercompared to just 15.7 percent one decade earlier. The percent
of the workforce in their prime working years, from 25 to 54 years of age, dropped from 65.2
percent in 2008 to 62 percent in 2018. In contrast, the percentage of young workers was falling
over time, and while wages were going up, the number of hours worked was going down.
Overall, wages were climbing across the board for all workers due to rising demand and a tight
labor market. While wages were still lowest for the youngest and oldest workensho tend to fill
lower-skilled, lessthan-full -time jobs, these two age groups enjoyed the fastest percentage
increase in wages from 2008 to 2018. Wages were highest for workers between 45 and 64 years
of age, and males worked more hours than females, thgh the gap was narrowing over time

(see Table 18).

Table 18. Minnesota Workforce Demographics by Age Group and Gender, Total of All
Industries, 2008 -2018

Percentage of |Percentage of Median Median Median Hours Median Hours
Workers 2018 Workers 2008 Hourly Hourly Worked (Per |Worked (Per
Wage 2018Wage 2008Qtr.) 2018 Qtr.) 2008
Total, all |[100.0% 100.0% $19.80 $15.64 425 426
ages
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Percentage of |Percentage of Median Median Median Hours Median Hours
Workers 2018 Workers 2008 Hourly Hourly Worked (Per |Worked (Per
Wage 2018Wage 2008 Qtr.) 2018 Qtr.) 2008
19 years6.1% 7.5% $10.75 $7.69 112 118
& under
20 t0 24/10.3% 11.6% $14.27 $11.00 255 265
years
2510 44/42.9% 42.7% $22.15 $17.85 465 472
years
4510 54/19.1% 22.5% $25.68 $20.28 480 480
years
55 t0 64/16.7% 12.6% $24.17 $19.10 480 480
years
65 years4.8% 3.1% $16.57 $12.19 247 217
& over
Male 49.1% 49.0% $22.28 $17.92 480 480
Female 50.9% 51.0% $18.75 $14.52 388 376

Source: DEED Quarterly Employment Demographics

yl AAAEOEITT O AcCEIT C AAiT COAPEEAORh OEA OAAEAI
changing over time. According to the Quarterly Workforce Indicators dataset, the number of
white jobholders across all industries increased by 2.2 percent from@®8 to 2018, while the
number of jobholders of some other race jumped by 46.9 percent. In fact, people of color or
indigenous people filled 71 percent of the jobs added in the state between 2008 and 2018. By
industry sector, people of color or indigenous pople were most likely to hold jobs in
administrative and support services, health care and social assistance, and accommodation and
food services, which are all lowetwage industries. People of color were underrepresented in
mining, utilities, construction, wholesale trade, agriculture, and educational services, most of
which are higherwage industries. Increasing the diversity of workers within moderate and high
paying industries could improve earnings and incomes for people of color and indigenous
people(see Figure 8).
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Figure 8. Minnesota Jobholders by Race or Origin by Industry,
2018 20% 40% 60%
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B White Alone B Black or African American Alone
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B Two or More Race Groups M Hispanic or Latino

Source: Quarterly Workforce Indicators

Eight industries saw a decline in the number of white jobholders, with the biggest declines
experienced in manufacturing and retail trade. Only one industry real estate, rental and
leasingz saw a decline in the number of workers whare people of color or indigenous. In
contrast, the fastest increase in workers who are people of color or indigenous was in health
care and social assistance, educational services, professional and technical services, and
transportation and warehousing,which all saw a more than 75 percent increase. Though 95
percent of workers are still white, the number of workers who are people of color or indigenous
in the construction industry jumped 57 percent.

Of the 90,320 workers who gained jobs in health care a@nsocial assistance from 2008 to 2018,
over 58 percentz or 52,789 jobholdersz were workers who are people of color or indigenous.
That was far and away the largest increase in any industry, followed by accommodation and

food services, which added nearlyt 7,000 workers who are people of color or indigenous,
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educational services, which gained over 15,000 workers who are people of color or indigenous,

and retail trade and manufacturing, which both added about 12,000 additional workers who are

people of coloror indigenous. Administrative support and waste management services has long

been the most racially diverse industry, and added about 5,800 workers who are people of color
or indigenous from 2008 to 2018.

NONEMPLOYERS AND FARMS
Minnesota was home to 409,80 seltA i D1 T UAA AOOET AOGOGAO 10 O1T1T1TAIDBIIT

AOA AAEET AA AU OEA 5838 #A1 000 "OOAADO AO OAOQOET /
federal income tax, originating from tax return information of the Internal Revenue Service

i ) 2 Blign@sota saw a small increase in nonemployers over the past decade, though it was not

consistent across the state. Only the Twin Cities metro area and Southeast added nonemployers,

while Central, Northeast, and Northwest saw big declines. In sum, the sdaadded about 23,000
nonemployers from 2007 to 2017, a 5.9 percent increase. These nonemployers generated sales

receipts of over $19.3 billion in 2017 (Table 19).

Table 19. Nonemployer Statistics, 2017

2017 Numberof [2017 2007-2017 Change2007-2017
Firms Receipts($1,000s) |in Firms Percent Change
Central 48,809 $2,281,655 -1,738 -3.4%
Minnesota
Northeast 20,508 $793,393 -1,667 -7.5%
Minnesota
Northwest 43,223 $1,955,979 -1,160 -2.6%
Minnesota
Southeast 32,7 $1,498,088 +243 +0.7%
Minnesota
57
Southwest 27,444 $1,243,769 -77 -0.3%
Minnesota
Twin Cities 237,119 $11,597,606 +27,275 +13.0%
Metro Area
State of 409,860 $19,370,490 +22,876 +5.9%
Minnesota

SourceU.S. Census, Nonemployer Statistics program

Though DEED is not a great source of data on farms, agriculture is also a key industry in
Minnesota, including 68,822 farms producing just under $18.4 billioin the market value of
products sold in 2017 according to the U.S. Department of Agriculture. As farms continue to get
larger, the number of farms in the state declined over the past 5 years. The Northwest and
Southwest regions had the largest presence &drms, followed by Central and Southeast
Minnesota. In contrast, Northeast and the Twin Cities did not have very many farms or much
reliance on agriculture (see Table 20).

Table 20. Census of Agriculture, 2017
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Number of |Change in Farms, |Change in Farms, |Market Value of
Farms 2012-2017 Number 2012-2017 Percent |Products Sold
Central 13,540 -1,246 -8.4% $2,939,547,000
Minnesota
Northeast 2,362 +55 +2.4% $55,215,000
Minnesota
Northwest 19,380 -2,589 -11.8% $4,173,089,000
Minnesota
Southeast 11,478 -601 -5.0% $2,857,846,000
Minnesota
Southwest 18,319 -832 -4.3% $7,758,272,000
Minnesota
Twin Cities 3,743 -507 -11.9% $611,422,000
Metro Area
State of 68,822 -5,720 -1.7% $18,395,390,000
Minnesota

Source2017 Census of Agriculture

Regional profiles have been made available to each of the workforce development regions.
Additional information and analysis will be provided to each region as requested.

[1] Individuals with barriers to employment include displaced homemakers; lowincome
individuals; Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities,
including youth who are individuals with disabilities; older individuals; exoffenders; homeless
individuals, or homeless children and youths; youth who are in or have aged out of the foster
care system; individuals who are English language learners, individuals who have low levels of
literacy, and individuals facing substantial cultural barriers;farmworkers (as defined at section
167(i) of WIOA and Training and Employment Guidance Letter No. 854); individuals within 2
years of exhausting lifetime eligibilityunder the Temporary Assistance for Needy Families
program; single parents (including sirgle pregnant women); and longterm unemployed
individuals.

[2] Veterans, unemployed workers, and youth, and others that the State may identify.
2. WORKFORCE DEVELOPMENT, EDUCATION ANMDNING ACTIVITIES ANALYSIS
2. WORKFORCE DEVELOPMENT, EDUCATION AND TRAINING ACTIVITIES ANALYSIS.

The Unified or Combined State Plan must include an analysis of the workforce development
activities, including education and training in the State, to addresthe education and skill needs
of the workforce, as identified in (a)(1)(B)(iii) above, and the employment needs of employers,
as identified in (a)(1)(A)(iii)) above. This must include an analysis of

'8 4(% 34! 4%063 7/ 2+&12#% $%6 %, / 0-%. 4 | #4)6) 4) %3
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training activities of the core programs, Combined State Plan partner programs included in this
plan, and required and optional onestop delivery system partnersf1]
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seek to address challenges to the workforce development sysh and capitalize on

opportunities Challenges include: labor force availability; a skills gap; disparities in employment

and educational outcomes for populations experiencing workforce system challengg}; and

the need to remain elevant and useful to job seekers and employers, given their rapidly

changing capacities and expectations.

Under WIOA, the activities of the workforce development system are categorized within three
areas: 1) Career Services; 2) Training Services and 3)€ness Services. The following is a high
level description of these three categories of services, as they are provided in the state of
Minnesota and represent all core programs, Combined State Plan programs and optional one
stop delivery system partners.

Career Service® WIOA has 11 required elements for career services, all which support
customers to make informed decisions about their career choices and to understand the

resources needed and available to assist them with pursuing their goals. Minnesot®® OUOOA |
focuses on providing career information, job seeker services and connections to support

services that help individuals find and retain employment.

System partners provide a robust range of workshops;kearning, oneon-one meetings and

otherress OOAAO O1T EAI P PAT PI A DOAPAOA &£ O A OOAAAO
are supported by nationallyrecognized labor market information systems and a "Creative Job

Search” curriculum, as well as workshops designed for a wide range of needsincluding

career planning, skills assessment, resume writing, interviewing and how to use social media in

ui 60 ET A OAAOAES8 -ETTAOI OA8O 5T AIBITUIATO )1 00
groundwork for moving services to the web by creating dearning courses based on the

Creative Job Search curriculum. Resource referrals are also a critical component in connecting

job seekers with needed resources. These services are provided throughout the system at
CareerForce locations, partner sites and are ofterugmented by services through norrequired
titles/partners, such as the public library system.

DEED provides required and optional training to all core program, Combined State Plan

programs and optional onestop delivery system partners to ensure consistent approaches and
guality services for all job seekers. All core programs with the exception ditle Il, participate in

career services to the fullest extent possible through collocation at CareerForce locations and

other locations determined necessary for serving job seekers. Title 1l works closely with

CareerForce locations to coordinate career seices and referrals among the programs for

OAAT 1 AOO OOAT OEOGEIT &£ O AOOOI I A0OG8 (AOGET C A OA
their instruction, including computer literacy, provides strong support for job seekers to

transition to services at theCareerForce locations. All other Combined State Plan programs also
have direct connections to career services provided to job seekers and program participants

through the CareerForce locations. As an example, Temporary Assistance for Needy Families
(TANF) services are currently accessible in a majority of CareerForce locations across

Minnesota. Postsecondary Perkins V is the only nomlirect individual service provider in the

Combined State Plan, but the work they produce aligns with the building of careservices that

support career pathway thinking.

Training Servicess 3 ET AA 7) /1! Ei bl Al AT OACETTh -ET1TAOI OA
approach to training services, placing greater emphasis on recognition of wotthased and

experiential- learning; portable andstackable credentials which lead to a career pathway that
supports family sustaining wages. One of the key entry points for many adults and youth is
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Adult Basic Education, which focuses on a range of educational needs, such as basic literacy and
EnglishasA OAAT T A 1 AT COACAN ' %$ DPOADPAOAOGEI TN AT A OAO
skills education contextualized for career pathways and preparation for postecondary

training.

As employers are forced by the workforce shortage to hire more people witle$s experience,

they are seeking more support and assistance with providing training on the job to provide

AGEOOET ¢ Ai i TUAAO xEOE OEA 1 bBPI OOOT EOU O1T 1 AAOI
Training program helps provide employers with these trainirg opportunities.

-ET T AOT GAcondarymptidn® are abundant and varied. These opportunities include

traditional education; customized training; private training providers; all levels of credentialing;

registered apprenticeships and other workbased learning options. With funding dedicated for
AAOAAOCETT AT A OOAETET Ch OUOOAI DHAOOT A0O OOA -ETI
ET Al OAET ¢ OEA OOAOAGO CAT AOAI AT A 771 OEEI OAA $AOA
workers and has funded cager pathways programing, increasing the access through

community-based organizations who serve targeted populations and returning veterans.

All core programs participate in training services, as allowed by their federal title rules and
regulations. TitleI-B and Title IV programs support Youth, Adult, Dislocated Workers and
individuals with disabilities, often coordinated with state funding and other communitybased
services to ensure successful alignment and outcomes of educational and employment goals.

TEOI A )) DOl OEAAO OAOOGEAAOG O -ETTAOTI OAGO 1100 A
strategic role in basic skills attainment and preparation for postsecondary education. Title Ill,
xEEAE AT AOT 60 All1T x £ O 1 dnsévedaddbistpdint of En@yidEl ET C A 2

the referral process for low income adults, Dislocated Workers and other targeted
populations. Additionally, other Titles and Ul refer customers to the career planning services
offered by Title .

As allowed by heir federal title rules and regulations, partners in the Combined State Plan

participate in the provision of training services. Most of these programs have greater

restrictions on the provision of training services, but provide the opportunity for ceenroliment

and greater reliance on more traditional sources of financial aid for college or other

opportunities. Postsecondary Perkins, as a nedirect service provider, is more embedded in the

design of postsecondary education, supporting the development ofw education and training

for emerging occupations and emphasizing nontraditional occupations, to name a few aspects of

their role.

Business Services - ET T AOT OA8 O 7) /! 01 Adprofiding é&Rite®®8O Al DPEAOE
businesses and has developed perforance metrics for these activities.The primary service

POl OEAAA O AibpiTUARAOO EO O EAI D OEAI FEET A xI1 OE/
bank, allows businesses to post openings with no fee. At any given time, it has more than 75,000

job postings and more than 25,000 active resumes from job seekers and has the capacity for

AOOET AOGOGAOG 61 AA OAAIT CT EUAA AO OOAOAtmfor AFOEAT Al (
Minnesota veterans.

The state and its partners assist with recruiting and otar workforce planning strategies, such

as training or skill assessments and labor market information so employers understand

competitive factors impacting their ability to attract and retain a highly skilled workforce. All

core programs participate and beefit from business services activities.

Although Title Il provides a strong basis for all business services activities, all of the other core
programs utilize and coordinate resources to support this activity. Title-B programs utilize this
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information and engage in supplemental activities such as focus groups and specialized career
fairs to engage employers and inform the local boards. Title Il business services activities serves
to inform curriculum context and direction, to ensure that the basic edud#&n being provided
serves a broader need of those needing or seeking more immediate employment. Title IV also
has business outreach staff to support and promote expanding opportunities for individuals

with disabilities.

All other Combined State Plan parters benefit in similar ways from the business services

activities. Some of these programs, like postsecondary Perkins V, have business engagement
requirements that assist them with program planning and other aspects of training

development. Minnesota alsdas had great success with the veterans program and strategies

that tap into the business services activities. All optional partners have connections to the Gne

30 B OUOOAI 60 AAOAAO OAOOGEAAOR OOAETET C OAOOEAAC
options. These options include cdocation, sharing recruitment information, participating in

referral networks, and participating in strategy or servicerelated activities. These options are

designed based on regional presence and access to the services.

Minnesota has worked to enhance focus on business and industry. Employer Navigator duties

have been assigned to specific staff at all CareerForce locations. These staff are adept at working

with business to meet workforce needs Regional Workforce StrategyConsultants and Veteran
SAOOEAAGO ,6%23h Al OE AAOAOEAAA ET COAAOAO AAODAE
to employers. The Minnesota Department of Employment and Economic Development (DEED)

has formed an internal committee to streamlineemployer services as well as interdepartmental

committees with a charge of workforce system alignment.
B. THE STRENGTHS AND WEAKNESSES OF WORKFORCE DEVELOPMENT ACTIVITIES.

Provide an analysis of the strengths and weaknesses of the workforce developmentigities

identified in (A), directly above.

-ETTAOT OABO OOOAT COEO AT A xAAET AOGOAOG AT Al UGEO 1 ¢
looked at through the lens of a career pathways system and how the six elements identify and

support the gap analysis bwhat the current system offers and what the future system needs to
deliver.

Career Services Strengths:

1 From entry into the system through OneStops, to the partnerships with community
based organizations, customers receive career services that are regaor localized to
individual labor markets. This is achieved through constant input from regional and
local employers through employer engagement and crossector partnerships
developed primarily through the work of the local workforce development boards.

T -ETTAOT OAGO x1 OEAI OAA AAOGAT I i AT O OUOOAI bDOT «
AEOAOOGEOU T &£ 1 60 OOAOAGO PI POI AOGET T h xEOE AT
enhancing and expanding services to assist with target populations experiencing
disparate outcomes based on race, disability, gender or disconnected youth. The
employer and community engagement also contribute to the customdocused design,
offering individualized or culturally -appropriate approaches. Community engagement
efforts in the state have leen led primarily by community based organizations with
experience working with communities facing systemic barriers to employment.
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1 Minnesota also oversees several key workforce development programs that seek to

o Competitive Grants: Competitive grant programs suppomonprofit
organizations that provide business assistance to targeted groups including
women, People of Coloindigenous people, rural residents, innovative startups,
entrepreneurs, inventorsand people with disabilities.

o Pathways to Prosperity: The program uses a career pathway design in meeting
OEA OEEIT O TAAAO T &£ AOOET AOGOGAO AT A ET AEOE
approach helps educationally undetprepared adults succeed in welpaying
careers by integrating basic skills education and training in fields where these
skills are in-demand.

o 91T OOE AO 71 OEqd 001 OEAAO EiI A OOAETET C ATA
population, in addition to access to networks and problensolving skills, to
support their long-term careers.

0 The CareerForce Partnership: The new CareerForce brand was developed
through a partnership MAWB (representing the 16 local workforce boards),
GWDB, and DEED. This unified brand, while continuing to be further developed
and implemented, helps alleviate confusion around programs and services for
employers and jobseekers.

Career Services Weaknesses:

A career pathways approach to Career Services presents several opportunities for improving
our services.

Career Services most signifant weaknesses, which we are working to address, are:
T &1 AOGO 11 AETAETC A ETA AT A | KAOwht@hdd A OAARAEA
people who need family sustaining employment to focus on finding a career pathway
that best meets their interests ad skills.

1 Need for greater focus on employerg we want to develop tools that assist employers in
tapping overlooked job seekers while we increase awareness of our services. We want
to help all Minnesota meet their workforce needs, but many employers aret aware of
our services.

1 Need for more diverse, culturally aware servicg the makeup of our staff and workforce
development boards need to reflect the diverse populations we serve. We need greater
outreach to populations experiencing disparities in edcation and employment
outcomes.

1 MinnesotaWorks.net, the required federal labor exchange, is outdated and not
integrated with CareerForceMN.com. This integration is a priority for state staff in 2020
as it will help provide more seamless service online focareer services and for
employers.

The strategies and actions for addressing these weaknesses in the system will be led by the
regional partnerships and the local workforce development boards. Through the regional
planning process, each region identifie in-demand occupations and specific populations
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experiencing inequities in educational and employment outcomes, and then creates business
led sector partnerships that provide the necessary input for the local boards to direct and guide
the workforce development system investments in their region that contribute to the

foundation of career services.

System management approaches and tools are also needed to help monitor and measure the
impact of new strategies and tools. There is no universal data collectisystem in Minnesota for
all workforce development programs, particularly between federally funded and state funded,
which contributes to cumbersome intake processes for service providers and can lead to delays
in providing seamless services to customers.

The strategies and actions for addressing these weaknesses in the system will be led by the
GWDB and State Agencies that oversee the programs participating in the State Combined Plan.
Minnesota continues to experience shifts in funding and resources. Thisymbined with

expanding approaches to career services under WIOA, will require innovative approaches and
stronger coordination of efforts through policy and program updates. Technology solutions
through system management approaches will be key to bridgingxisting divides that exist

within career services.

Training Services Strengths:
T '"TECI i ATO xEOE AAOAAO PAOExAUO i1 AAI ¢ -ETTAOI
elements of a career pathways system. Based on the BEST model from the state of
Washingon, Minnesota modeled its Pathways to Prosperity initiative on a career
pathways approach. Pathways to Prosperity grants draw heavily upon employer and
community engagement for identifying the initial career pathways and targeting specific
populations. The grants include person centered design and offer a career navigator to
assist with coordinating supports required to elevate completion and employment rates,
with an ultimate goal of a career and family sustaining wages.

1 Many of the career pathway projets have specifically addressed services for target
populations experiencing disparate outcomes based on race, disability, gender or
disconnected youth. . This work is aimed at creating better outcomes through more
relevant approaches. It is based on MinnésOA8 O AT 1 1 EOI AT O 01 AAAOAO
postsecondary education institutions and adult basic education also draw heavily on
employer engagement to ensure curriculum and skill requements remain relevant.
This process is leveraged by multiple partners, such as the department of corrections,
and serves a strong base for meeting the training needs of employers.
T -ETTAOT OAGO 0AOExAUO O1 001 OPAOE QantialC OAT OO0 AA|
success of a persomentered design and approach. Success requires providing career
navigators to assist with the coordination of support services and an alternative to
OAEAAOI ET ¢ AT A ET OOOOAOQCEIT Al ADPDPOT AAEAO8 - EIT |
Pathways to Prosperity and other career pathway initiatives, the state has gained a
better understanding of how to broaden the scalability in moving the system statewide.
This is one of, if not the most critical element for broader success of implementing WAO
and a career pathway system.

1 Minnesota also has strengths in the area of funding and resources. State, local and
philanthropic support for workforce development makes a substantial contribution to
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service providers has led to the awarding of WIA incentive funds and competitive

grants; state appropriations that support additional youth services; services to

individuals with disabilities; dislocated and incumbent workers; and adult basic

education. Most of these resources augment the activities under WIOA. There are also

significant resource coordination activities related to training activities, such as the

Youth Practitioners Network, the local workforce development boardaind efforts by

CBO coalitions.

9 Activities have further support through changes or creation of new policy and
programming development specific to career pathways projects serving lovincome
adult populations. Minnesota has strong working relationships betwen the agencies
that oversee the WIOA titles and the Department of Human services, which oversees the
TANF and SNAP E&T programs. Perkins V, also contributes to the policy discussions,
through the mapping of career pathways and their understanding of artulation and
matriculation needs to align with postsecondary institutional requirements. The
majority of the special programming in career pathway pilots have included or required
these types of partnerships which will contribute to policy and program chages.

9 These efforts also support work in the area of System Management, currently anchored,
from a data perspective, within Workforce One. This system supports data management
and sharing across WIOA titles | and IV; TANF and SNAP E&T, including all ofitkcal
partners delivering the related services. This system is also moving toward having
participant documents stored electronically, streamlining administrative activities and
monitoring.

Training Services Weaknesses:
Weaknesses in Training Services that we have identified include:

1 Room for improvement in coordination between K12 and postsecondary education to
provide accurate guidance to students and prepare them for idemand occupations.

1 Need for broader recognitian of the value of a range of education and training options,
including work-based learning.

1 Better aligning the skills and interests of job seekers with approaches that meet their
individual needs. This includes ensuring culturally relevant training andraining for job
seekers who have experienced significant workforce challenges.

9 Broader use of customeffocused services including coordination of housing, childcare,
transportation and other support services. Unemployment Insurance funding, for
example, @an only cover an individual for up to 26 weeks but courses or programs that
they could be helped by may last much longer than that funding. This may deter some
individuals from participating in programs, while others may start a program but
withdraw once Ul funding ends.

9 Businesses on the state and local boards have indicated a need for more skierm
DOl COAI T ET¢C xEAOA ET AEOGEAOAT O AAT OAI AAO £OT |
programs needed by their current employer or employers in the region, gidual and
incremental benefits can be seen by those participating, and participants can eventually
obtain industry-recognized credentials.
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The strategies and actions for addressing these weaknesses in the system will be led by the
regional partnerships and the local workforce development boards. Through the regional
planning process, each region identifies ilemand occupations and specific gpulations
experiencing inequities in educational and employment outcomes, and then creates business
led sector partnerships that provide the necessary input for the local boards to direct and guide
the workforce development system investments in their regn that contribute to the delivery of
training services in a more accessible and usable way for populations experiencing inequities in
educational and employment outcomes.

Funding and resources strategies should also support developing new approaches taiting
services. Examples of needs in this area are the small number of career counselors in high
schools, serving youth who do not finish high school or connect to postsecondary education, and
serving students requiring additional education prior to stating a postsecondary field of study..
4EOI OCE AAOOAO AITECTi AT Oh POI COAI O AT A DIl EAEAO
education and lifelong learning.

Improving system management will require a coordinated effort of state agencies, stateawy
boards, local workforce development and school boards, and service providers across the
system. Stemming from a shared vision and an understanding of outcomes and common
measures, efforts need to focus on developing better approaches to measuring gystprocesses
and outcomes that validate a career pathway system and support the needs of a higrality
workforce.

The strategies and actions for addressing these weaknesses in the system will be led by the
GWDB and State Agencies that oversee the prograparticipating in the State Combined Plan.
Minnesota continues to experience shifts in funding and resources. This, combined with
expanding approaches to training services under WIOA, will require innovative approaches and
stronger coordination of effortsthrough policy and program updates. Minnesota is fast
becoming a State funding dominated system in relation to federal funding for workforce
development and the associated programs in the Combined Plan. This phenomenon will require
a thoughtful approach b charting the future of workforce development in Minnesota.

Business Services Strengths:
Strengths in Business Services that we have identified include:

1 Incumbent Worker and Onthe-Job training programs are heavily sought after by
employers.

1 Employer-led sector initiatives are leading innovative efforts across the state,
particularly those focused on a particular local area or region.

1 Ongoing growth of community engagement activities to work with employers to address
employment and economic disparitiesas well as workshops and developing other
resources for employers to engage with communities often seeing the greatest
disparities.

9 Local board staff have deep connections with businesses in their areas.

Business Services Weaknesses:
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The following Business Services weaknesses were identified:

1 Oneon-one services and consultation$or businesses would be useful in helping
businesses navigate the services available.

1 Employer engagement is occurring, but could be done in a far more purposeful and
targeted way. Employer outreach could be more effective in raising awareness or
dispelling misperceptions about services and programs available.

1 Need for a better connection with economic development. Online resources for
employers need further development, while theMinnesotaWorks.net labor exchange
needs updating. The relationship between MinnesotaWorks.net and the
CareerForceMN.com platform is unclear to some.

1 Smaller employers might find the system of programs and services difficult to navigate,
while the duration of many programs might be more difficult for smaller or newer
businesses to plan around (while larger and/or more established employers have more
predictable funding and resources available).

The GWDB and State Agencies will work to develop more toolscamaterials for businesses,

while DEED and the GWDB will be exploring more opportunities for workforce development

and economic development efforts to be alignedThe integration of content between
MinnesotaWorks.net and the online CareerForce platform i also be addressed. GWDB staff

will convene members of the GWDB from business to help focus efforts on the needs of industry.

C. STATE WORKFORCE DEVELOPMENT CAPACITY

Provide an analysis of the capacity of State entities to provide the workforce development

activities identified in (A) above.

$%%$60 DOI COAI O AT A OAOOGEAAO AOA AAI EOAOAA OEOI C
services and eligibility-based programs DEED also partners with certified service providers,

non-profits, and the Minnesota State college and universities system, and Adult Basic Education
programs to deliver workforce development programs to all Minnesotans.

Minnesota has a long history of sumessful participation in national and state initiatives to
expand workforce development activities through crossagency and systems collaboration. Here
are just a few recent examples:

1 National Governors Assaociation (NGA) Talent Pipeline Policy Academy israss-agency
leadership team that is working to institute shared goals and strategies across the
OOAOABO AAOAAOGEITT AT A OOAETET C PEDPAI ET A8 4EA
meetings and coordinating the activities of the policy academy, with technicaksistance
provided by the NGA. The team members involved in the policy academy were
instrumental in launching an ongoing committee of the GWDB, the Career Pathways
Partnership (CPP).

1 Minnesota received a U.S. Department of Labor Workforce Innovation FiiWIF) Grant
to ensure that our public workforce system evolves to continue serving the needs of job
seekers and businesses in innovative ways by delivering services more efficiently.
-ETTAOGT OAGO TAx TTTETA Pl AOAI OI raied®h OO A OT 1
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customized information for job seekers and employers, including digital connections to
ensure warm handoff of customers to service providers.

1 Minnesota received an Educate for Opportunity grant from the National Governors
Association and StrateEducation Network to support training initiatives for adult
learning. The Minnesota team will receive technical assistance from NGA over the course
of 18 months to refine their datadriven approaches to anticipating and meeting future
workforce needs.

Minnesota also has strong internal supports from offices that support workforce development
activities through the dissemination of information or evaluation to guide decisiormaking.
These include:
T $%%$80 , AAT O - AOEAO )1 &I Oi AsGEdntinueto/£EEEAA AT A E(
collaborate with local Workforce Boards, DEED staff, and others to provide data and

analysis for grant applications, career information tools for customers, and meaningful
analysis on the state and regional economies.

T $%%$6 0 0AOEagerhehtOfck, whidh ivorks throughout the agency to
facilitate results-based accountability that is clientfocused, impartial, and transparent.
The office informs strategic direction by providing datadriven analysis and context to
those who use, deliverand fund the Minnesota economic and workforce development
systems.

[1] Required onestop partners: In addition to the core programs, the following partner

programs are required to provide access through the onstops: Careerand Technical Education

(Perkins), Community Services Block Grant, Indian and Native American programs, HUD

%l I T Ui AT O AT A 40AETETC POI COAI Oh *T A #1 OPOh , 1A
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Community Service Employment program, Temporary Assistance for Needy Families (TANF)

(unless the Governor determines TANF Page 35 will not be a required partner), Trade

Adjustment Assistance programs, Unemployment Compensation prograanand YouthBuild.

[2] Populations experiencing disparities based on race, disability, gender, or being a
disconnected youth.

B. STATE STRATEGIC VISION AND GOALS
B. STATE STRATEGIC VISION AND GOALS.
The Unified or Combined Stat@ | AT |1 600 ET Al OAA OEA 30A0A80 OOOAC
developing its workforce and meeting employer needs in order to support economic growth and
economic selfsufficiency. This must include

1. VISION
$AOAOEAA OEA 3 0OAOA S @kfoeddevelOphnenEskste®E OET T &I O EOO «x
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prosperity requires a workforce development system that provides greater employment
opportunity for those experiencing barriers to employment and meets the skill needs of
employers. As our state faces the reality of a shrinking and diversifying labor force, along with
currently low unemployment rates, we must fully utilize the talents, skills, and experience of
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more people in the workforce. Wd AAA OA1 1 EATAO 11 AAAESG AO A OEI
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vision continues to be supported by the programs and services of WIOA:

Our vision for Minnesota is a healtih economy where every Minnesotan has meaningful

employment and a familysustaining wage, and where all employers are able to fill jobs in
demand.

Inherent in this vision is the reality that employment must be more than a job. Employment

must have a careefocus aimed at meeting the needs of both job seekers and employers. Our

vision is for meaningful careers at higher wages for all Minnesotans including those who have

faced significant challenges. Our vision focuses on placing people on the path talemand

careers within growing industry sectors while paying attention to industry trends forecasting

future growth. We realize that progress toward this vision will rely on its alignment with the
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executed implementation strategies.As we look to future modifications to the One Minnesota

WIOA Combined State Plan, we see an opportunity to explore innovations in our workforce

system in a number of areas:

1 Prioritizing Diversity, Inclusion, and Equity
1 Equitable Systems

1 Creating an AgeFriendly State

1 Preparing for Future of Work

2. GOALS

$AOAOEAA OEA Ci A1 O &£ O AAEEAOEI ¢ OEEO OEOEIT 1T AAC
conditions, workforce, and workforce development activities. This must include

A. GOALS FOR PREPARING AN EDUCATED AND SKILLED WORKFORCE, INCLUDING

PREPARING YOUTH AND INDIVIDUALS WITH BARRIERS OF EMPLOMYIEND OTHER
POPULATIONE]

B. GOALS FOR MEETING THE SKILLED WORKFORCE NEBBEMPLOYERS.
yT 1T OAAO OiF OAAI EUA 100 OEOEITT &I O A O000ITCAO xI
Plan continues its focus on two primary goals:

1. Reduce educational, skills training, and employment disparities based on race, disability,
gender,or disconnected youth.

2. Build employerled industry sector partnerships that expand the talent pipeline to be
inclusive of race, disability, gender, and age to meet industry demands for a skilled workforce.

Minnesota is committed to addressing the needsf individuals who have faced challenges to

employment by identifying the disparities based on the data presented in this plan. Regardless
-ETTAOT OA8O0 T1CiIETC OECEO 1 AAT O 1 AOEAO AT A A@OO/
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will continue to address the disparity gaps within targeted populations to improve outcomes of

education attainment and employment outcomes. As outlined in plan modifications in 2018,

Minnesata chose to include gender as an additional focus to reduce workforce disparities. This

addition was based on community input as well as workforce and economic analysis. Minnesota
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recognizes that these target populations are not unique but intersect anddhit is often at these
intersections where disparities in outcomes are the greatest.

Additionally, through the businessled sector partnerships, a greater focus will be placed on

access to career opportunities for disparately impacted populations as indied in goal 2 For the

One Minnesota 2020 WIOA State Plan, age has been added to our (&tvernor Walz has

prioritized making Minnesota an AgeFriendly state. There are one million older adults in

Minnesota and that figure is growing rapidly. In 2020, te number of older adults in Minnesota

over age 65 will exceed the number of children under age 18. Employment is one of the

challenges that many older adults face. Many older adults want to stay in the workforce,

volunteer, and give back to their communith 08 ' EOAT - ET 1T AOT OA6O0 OECEO |
stand to benefit from the skills and expertise of older workers.

The career pathways system is grounded through the vision and goals of this plan. The
commitment to career pathways is evident at multipé levels; state, regional, and local areas.
Minnesota continues to build upon our experience to develop strategies beyond our local areas
to become embedded throughout the six established regions within the state. Each of the six
regions within Minnesota have approved regional plans and strategies to support the goals of
our state plan. These plans build upon existing career pathways with a focus on serving
individuals with the greatest barriers to employment. The plans identify a minimum of two
industry sectors to establish or develop additional capacity through employeted partnerships.
Less than two years has passed since the regional plans have been approved but all six regions
have demonstrated significant progress. The regions have developed a regibgavernance
structure, made significant progress in their community outreach, established employded
partnerships and are in the process of developing career pathways models to meet the needs of
the individuals served and establishing benchmarks to med&sOA OEAEO | OOAT i Ad8s - E
state investment ($35M) in the equity grants in 2016 and its subsequent investment in
successor grants provides further investment for training for youth, communities of color, and
individuals with other barriers to employmel 08 - ET T AOI OA8 O OEOEIT1T O 1 AA
individuals as well as the needs of industry will be our goals for the next four years. In 2016, the
GWDB adopted this plan as their four year strategic plan. The board has established two
additional standing committees to address and identify strategies, policies and oversight to
support the goals. The Racial Equity and Disability Equity Committees represent board
members and stakeholders at state, regional and local levels. The GWDB continues to provide
oversight, technical assistance, and communication around best practices within the regional
plans.

Over the past two years the Career Pathways Partnership completed extensive research around
career pathways models, policies to support a career pathways sgsh, and submitted
recommendations to the GWDB. This committee relies heavily on the private sector members of
the board all of whom represent key industry sectors and representative of the six regions.
These private sector leaders are core to the developmeof industry recognized credentials,
supporting career pathways, offering workbased learning experiences and identify gaps within
their sectors and regions of the state. The identification of industry sectors in the six regions
requires strong partnerships and understanding of their communities and industries.

The GWDB has made it a priority to address gender opportunity gaps. Workforce participation
by gender in some of the industry sectors identify significant gaps. Addressing these gaps and
focusing an populations with the greatest barriers will continue to move individuals forward to
earning a family sustaining wage. Developing strategies that address these gaps will include
intentionality and focus around race, disability, disconnected youth, and gder. Additionally,
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the workforce development system should be helping to ensure that environments where
services for job seekers are provided, along with the workplaces that they are being placed into,
are welcoming of all gender identities.

The six regiors are instrumental in the implementation of strategies while informing the GWDB
and the respective committees of their challenges and successes. Together they will identify
best practices, examine the barriers and collectively make recommendations for stikins

toward achieving our goals. Over the next two years the priorities will continue to focus on
developing career pathways based on building the competencies and skills needed to fill
occupations in demand within our growing sectors. The priority will e focused on developing
industry recognized credentials that move individuals along a career path that fulfills the
demands of industry while providing opportunity for employment and livable wages. Minnesota
will continue to focus on industry sectors in; onstruction, health care, manufacturing, natural
resources and professional and business services. These sectors have multiple occupations that
allow individuals to continue to develop their skills while moving out of poverty into livable
wage occupations.

The combined state plan partners are instrumental in identifying and leveraging resources to
support these innovative approaches at local and regional levels. The health care sector across
the state and their partnerships, have developed training modelsJareer Pathways) that

support individuals at all levels but also developed the training that allow for individuals to get

off and on the "ramps" to skill development which lead to credential and/or degree attainment.
The CPP membership represents all pargrs of this combined plan with three subgroups

being led by Adult Basic Education, CTE, DLI, and Dept. of Human Services (TANF/Snap E & T).
In addition, community-based organizations play a major role by identifying the needs of their
communities whether it be transportation, childcare, housing, remedial education or ESL, or
culture differences. This partnership is able to identify the needs of all individuals served

through the program partners but also opportunities for incumbent workers whom provide
opportunities for entry level positions for someone entering the workforce. A successful career
pathway model allows for individuals, even out of school youth, to move into employment,
receive the necessary training leading to credential attainment, receiaipport services, and
provide future opportunity for forward growth in other occupations by building on previous
experience and credentials. This partnership supported by the GWDB is one example of
supporting this plan in addition to sector partnerships am regional partnerships being

established through the six regional plans. To ensure alignment, transparency, and progress, the
GWDB will be holding meetings or workshops for members representing business to better
establish policies and directions movingdrward. Additionally, the GWDB utilizes each of its full
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Office to advise the governor on a particular topic or issues.

3. PERFORMANCE GOALS.

Using the table povided in Appendix 1, include the State's expected levels of performance
relating to the performance accountability measures based on primary indicators of
performance described in section 116(b)(2)(A) of WIOA. (This Strategic Planning element only
applies to core programs.)

Effectiveness in Serving Employers
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find the final numbers SFY 2019 (or WIOA Program Year 2018) that we supplied in our WIOA
Annual Report Narative.

Employer Services Establishment Count Establishment Count
PY18 PY17

1. Employer Information and Support 3,070 2,464

Services

2. Workforce Recruitment Assistance 8,546 8,819

3. Strategic Planning/Econ Devt Activities 240 736

4. Untapped Labor Pools Activities 372 163

5. Training Services 160 152

5b. Incumbent Worker Training Services 148 73

6. Rapid Response/Business Downsizing 188 121

Assistance

6b. Planning Layoff Response 26 25

Employer Penetration 6.4% 6.7%

Total (De-duplicated) 11,510 11,646

QCEW (2018 Q1) 179,665 173,534

Retention with Same Employer 56.8% 58.0%

Same employer Q2 Q4 16,133 5,781

Employed Q2 28,389 9,962

4. ASSESSMENT.

Describe how the State will assess the overall effectiveness of the workforce development
system in the State in relation to the strategic vision and goals stated above in sections (b)(1),
(2), and (3) and how it will use the results of this assessment amather feedback to make
continuous or quality improvements.

The performance goals are based on individuals with barriers to employment including

-ETTAOT OAGO AT i1 O1 EGEAG T &£ AT1108 51 AAO0O OEA AEO/
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provide transparency and accountability towards its state plan goals;

https://mn.gov/deed/performance . This dahboard includes informationon activities and

employment outcomes by program, year, and participant demographics and is sortable by

program, program year, state region, gender and disability status. For example, sorting for all

programs and state regiondor all genders and disability levels, 69.4% of all program

participants, 57% of all American Indian/Alaska Native participants, 72% of all Asian
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participants, 71% of all Black participants, 70% of all Hispanic/Latino participants, 70% of all
White participants and 62% of all multirace/unidentified race or ethnic group were employed
in the 2nd quarter.

This dashboard shows program activities and employment outcomes by program, by year, and
by a variety of participant demographics. It includes patrticipantsvho have exited WIOA Title I,
Il and IV programs. The dashboard also shows progress towards developing and maintaining
Industry Sector Partnerships across the state.

As detailed in this State Plan narrative regarding coordination with State Plan programthe
WIOA Implementation Team will meet on an ongoing basis to review One Minnesota WIOA
State Plan execution. That Team will be charged with creating assessment plans related to the
State Plan vision, mission, goals, and strategies. The Team will presentl evaluate data and
determine strategies for quality and continuous improvement. The work of this Team will be
informed by performance data collected through individual WIOA and combined programs,
community engagement input, and input from MAWB and th&WDB. In quarterly presentations
to the GWDB Operations Committee, the Team will discuss assessment results relative to the
overall workforce development system.

-ETTAOT OA8O $ADPAOCOI AT O T &£ -AT ACAI AT O 0 "OACAO O
implementation of Results Based Accountability (RBA) to evaluation and improvement of state
services and outcomes. MMB staff served as facilitators of several stdommittee, including
members of the GWDB, local boards and stakeholders from across the system, charged thi¢h
development of the dashboard to ensure a transparency and sensitivity to the various
challenges faced by targeted populations.
DEED has received national inquiries about its WIOA State Plan Dashboard, including a
presentation to the NASWA Equal Oppauhity Committee meeting in 2018.
[1] Individuals with barriers to employment include displaced homemakers; lowincome
individuals; Indians, Alaska Natives, and Native Hawaiians; individuals with disabilities,
including youth who are individuals with disabilities; older individuals; exoffenders; homeless
individuals, or homeless children and youths; youth who are in or have aged out of the foster
care system; individuals who are English language learners, individuals who haau levels of
literacy, and individuals facing substantial cultural barriers; eligible migrant and seasonal
farmworkers (as defined at section 167(i) of WIOA and Training and Employment Guidance
Letter No. 3514); individuals within 2 years of exhausting Ifetime eligibility under the
Temporary Assistance for Needy Families Program; single parents (including single pregnant
women); and longterm unemployed individuals.
[2] Veterans, unemployed workers, and youth and any other paoilations identified by the
State.

C. STATE STRATEGY
C. STATE STRATEGY.
The Unified or Combined State Plan must include the State's strategies to achieve its strategic
OEOEIT AT A Ci Al 08 4EAOGA OOOAOACEAO oki@®d@GndOAEA ET

workforce development, education and training activities and analysis provided in Section (a)
above. Include discussion of specific strategies to address the needs of populations provided in
Section (a).
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1. DESCRIBE THE STRATEGIES THE STATELWIMPLEMENT, INCLUDING INDUSTRY OR
SECTOR PARTNERSHIPS RELATED TOMEMAND INDUSTRY SECTORS AND

OCCUPATIONS AND CAREER PATHWAYS, AS REQUIRED BY WIOA SECTION 101(D)(3)(B),

j $Q8 O#! 2%%2 0! 4(7!1906 )3 $%&). %$ !4 7))/ 3%#4) /.
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DEFINED AT WIOA SECTION 3(23).

As noted above, the One Minnesota Combined WIOA State Plan will continue its focus on two
primary goals:

1. Reduce educational, skills training, and employment disparities based on race, disability,
gender, and disconnected youth to provide greater opportunity for all Minnesotans.

2. Build employerled industry sector partnerships that expand the talent pipehe to be
inclusive of race, disability, gender, disconnected youth, and age to meet industry demand for a
skilled workforce.

Minnesota will seek to achieve these goals by continuing to build a robust career pathway
system driven by six common elements asuccessful career pathways:

1. Business Engagement
2. Community Engagement

CustomerFocused Design

3

4. Funding and Resource Needs
5. Policy and System Alignment
6

System Management

In 2016, the GWDB adopted the definition and six key elements of career pathways to defi
work in partnership with providers and funders. This process has helped align WIOA and other
Combined Plan partner resources with existing state and philanthropic resources that have
been key drivers of career pathways programmingCareer pathways prgramming has
continued to grow to best meet the unique situations of the populations being served.

The following narrative lays out a high level overview of the strategies that Minnesota is
pursuing as we make progress toward our goals. Between 2020 and2Z) we plan to evaluate
our progress and incorporate appropriate revisions reflecting ongoing coordination and
alignment work with workforce development partners.

Strategic Element 1 - Business Engagement

Create businesded sector partnerships to guide the development of career pathways in
occupations in demand that support family sustaining wages

Business engagement focuses on creating busindssl sector partnerships that utilize the 7
principles of Industry Partnerships, published by The National Fund for Workforce Solutions.
Based on regularly updated regional Labor Market Information (LMI) data, each region
develops sector partnerships that are business led. The outcome of this effort is Career
Pathway models that lay out a clear route to attaining jobs for occupations in demand that pay
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family-sustaining wages. Components include identifying the demand for each occupation;
establishing the technical skill requirements tied to a postsecondary credentighat are
recognized by the industry; and conducting an analysis of workforce makép as it relates to
employment levels of populations experiencing disparate impact.

The primary responsibility for this strategy lies with the GWDB, local workforce developent
boards, within the regional plans, and DEED.

Strategic Element 2 - Community Engagement

Community engagement focuses on reaching out to communities experiencing inequalities in
education and employment outcomes. In order to best design programs thateet their

needs. It also includes outreach to service providers to review current practices around existing
career pathway programs funded by federal, state, private and philanthropic organizations.

Minnesota has a diverse provider network with many commanity -based organizations offering
specialized approaches to serving the populations experiencing inequities in education and
employment outcomes, including communities of color, individuals with disabilities,
disconnected youth and people experiencing hoeiessness. The priority is to develop a more
coordinated and more inclusive support network among providers.

The second area is to more fully engage communities experiencing disparate impact with
educational and employment outcomes. This includes the tribgovernments serving the seven
Anishinaabe and four Dakota communities. Local Workforce Development Boards, within their
respective regions, will be required to engage stakeholders in the development of their regional
strategies and program development. BED employs a Tribal Liaison who will assist local areas
in outreach to Tribal nations. The outcome of this effort will be to build stronger connections
with these communities and specialized service providers to increase access and improve
outcomes for individuals who have experienced employment challenges.

Additionally, gender opportunity gaps exist that hamper a robust talent pipeline for many of the
sectors and occupations in demand that have been selected by the six regions. This impedes
business growh and negatively impacts job seekers who need high quality information about
the full array of family sustaining wage pathways available to them. Occupational segregation
needs to be overcome to create the most robust talent pipeline available to all jobekers and
employers.

4EA OOAOA mEOT AAA 711 AT860 AT TTiIiEA 3AAOOEOU ! AOD
and support to address gender opportunity gaps. The Minnesota Legislature has continued
appropriations for WESA grants in 2016, 2017, and 201®©f women enrolled in WESA grants

since their inception, 55% have been nonwhite.

The primary responsibility for this strategy is the local boards within the six workforce
development regions. The regional plans call for local boards to actively engage coomities
experiencing disparate impacts in education and employment outcomes; gender opportunity
gaps; and to engage with service providers who have specialized skills in working with the
identified populations. This engagement will play a role in strengtheing services, connections
among providers, and the accessibility of services for impacted populations.

State agencies will provide data and other analysis to assist local boards with this process,
providing demographic and programmatic information, as wdlas ensuring that all system
providers are known by the local boards, as many funding efforts, particularly from direct

Page57



appropriations from the state legislature, have not been aligned specifically with the state,
regional, or local workforce developmentplans.

Strategic Element 3 - Customer-Focused Design

Customerfocused design requires ongoing commitment to assessing and addressing the needs

of businesses and job seekersThis strategic element is directly tied to the first two elements:

business andcommunity engagement. Viewing the workforce development system from the

lens of our customers enhances our ability to achieve greater success. Custofoaused design

is also strategically important to improve services for communities experiencing dispaties.

Outcomes will continue to include more customer driven programming for job seekers needing
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needs of employers.

The primary responsibility for this strategy will be coordinated by the state board in

partnership with the state agencies and the local boards. Existing practices of current career

pathway initiatives will be reviewed and assessed for successful elements that can be replicated

and brought to scale. Thse efforts will contribute to establishing a framework that allows for

regional and local flexibility, based on available resources and partners to deliver services.
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Pathways to Prosperity program, which in SFY 202@1 will provide nearly $11 million in

grants to career pathways partnerships putting job seekers with barriers to employment on the

path to high-demand careers with training and employervalued credentials.

Strategic Element 4 - Funding and Resource Needs
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variety of federal, state and philanthropic resources. As funding and resources have expanded

and brought new oppatunities to service providers and job seekers, so has the broadening of

career pathway approaches. Minnesota reviews and assesses various models to disseminate

best practices. The outcome from this effort will result in more efficient use of resources ahan

understanding of the resources needed for continued development of the system that achieves
our vision and goals of this plan.

Strategic Element 5 - Policy and System Alignment

Minnesota recognizes the need to continue adapting state and local padis and the potential
need for federal waivers to better align our career pathway system around equity and economic
employment demand. The outcome of these efforts include stronger alignment of system
components and more efficient use of resources, espeltiaperformance and outcome metrics.
Alignment work across secondary education, postsecondary education, state agencies involved
in WIOA programs, and the local administrators and providers is ongoing since the initial
passage of WIOA.

The primary responshility for this strategy is with the state agencies. Policy and program
alignment strategies is coordinated by each agency responsible for specific programs, as is
coordination with the local boards and system partners. The GWDB and staff will support
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efforts for federal and state legislative rule changes, waivers, or system policy changes that help
ensure compliance, continuous improvement, and measurable results.

This Strategic Element will build upon the efforts already underway between DEED and local
workforce board leaders, who have been meeting monthly to redesign system program policy.
Beginning in 2020, the GWDB will be utilizing task forces to hone in on a narrower issue or set
of issues where specific deliverables can be identified, developed, aasksessed.

Strategic Element 6 - System Management

Develop an approach that supports the common measures and work of all system partners,
including interim measures and end measures.

Minnesota created a WIOA State Plan Dashboard to provide transparengydaaccountability
toward two goals z reducing educational, skills training and employment disparities based on
race, disability, disconnected youth or gender, and building employded industry sector
partnerships. Through routine updates, the dashboard dplays regional outcomes and allows
users to filter by race and ethnic group, gender, and disability status.

The primary responsibility for this strategy is with the state board, in coordination with the

state agencies and local boards. The state board oversaw the development and overall approach
to the benchmarking system. State agencies and local boards wilkalsupport how the metrics

are developed and applied within the regions and how the regional goals will be established and
reported.

2. DESCRIBE THE STRATEGIES THE STATE WILL USE TO ALIGN THE CORE PROGRAMS,
ANY COMBINED STATE PLAN PARTNER PROGRAMS INCEDDN THIS PLAN, REQUIRED
AND OPTIONAL ONESTOP PARTNER PROGRAMS, AND ANY OTHER RESOURCES
AVAILABLE TO THE STATE TO ACHIEVE FULLY INTEGRATED CUSTOMER SERVICES
CONSISTENT WITH THE STRATEGIC VISION AND GOALS DESCRIBED ABOVE. ALSO
DESCRIBE STRATEGIES TO STRENHEN WORKFORCE DEVELOPMENT ACTIVITIES IN
REGARD TO WEAKNESSES IDENTIFIED IN SECTION II(A)(2).

Two key goals identified by the GWDB to support the foundation from which the Combined Plan
builds upon are addressing the disparities gap within education anddaressing the disparities
gap within employment. GWDB staff and members will work with leaders from DEED and other
agencies to either strengthen or identify resources needed to support the overall goals of this
plan through existing programs or the develoment of new programming. In addition, the

-ETTAOI OA OOAOA 1 ACEOI AOOOA OANOEOAO $%%s$ Ol

of state funded workforce initiatives which can be found athttps://mn.gov/deed/about/what -
we-do/agency-results/perform -measures/report-card.jsp. This report card also serves as a
resources to make datanformed decisions on our performance and any policy
recommendations or programming that result in better outcomes.

In addition to the report card, the GWDB asked that program performance as it etés to the

two existing (and now modified) state goals in the WIOA State Plan be monitored. This is done
on the DEED website on the WIOA State Plan Dashbodttps://mn.gov/deed/about/what -
we-do/agency-results/perform -measures/wioa/ .
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DEED, including the new leaders across the agency working in workforce development or for
the GWDB, are committed to equity measures being at the forefront of the work needed to see a
more cohesive workforce development system actualized. Every team across DEED has
developed specific equity related goals as part of a new agerayde performance management
system rooted in the objectives and key results (OKR) model. Additionally, DEED lma®d new
staff for the Office of Economic Opportunity that will focus on needed system improvements
relating to outreach, accessibility, and inclusion. The OEO team includes an American Indian
Liaison that is working with teams across DEED to better immve relationships and

partnerships with tribal nations and their workforce development entities.

Broadly speaking, the equity goals at DEED cover four main themes:

1

0 Increasing awareness of programs to reduce geographic and other targeted
disparities.

0 Increasing the number of program participants served from underepresented
communities.

0 Addressing achievement gaps for lowncome and atrisk populations.
o )i POl OET ¢ OAI AGET 1 OEEP AT A PAOOT AOOEED xE
Also at the state level, thenembers of the GWDB, MAWB, and DEED meet monthly to share best
practices, progress on state, regional, and local plans, and discuss issues with regard to service
delivery, resources, and any challenges with serving our customers. This venue provides an
excellent opportunity to identify solutions and adjust strategies to meet our overall goals within
the plan. DEED leadership and GWDB staff are also leading up regular meetings between

program staff across agencies and monthly meetings between leadership hetagencies across
the workforce development system.

The full GWDB meets on a quarterly basis and makes recommendations to the Governor
focusing on the vision, goals and strategies outlined in the plan and overall recommendations
for the system. Additionaly, the GWDB Career Pathways Partnership and GWDB Operations
Committee dive deeper into the State Plan and state strategies on behalf of the full board.
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tracking of data but also used as a system which shares information between programs and
identifies individuals whom may be ceAT OT 1 1 AA ET OAOAOAT DOI COAI 08 $

support to all users of this system and also provide recommendations for system
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data and MinnesotaWorks.net, our labor exchange, also tracks data. MinnesotaWorks.net tracks
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participants and business services data.
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collaboration, both across programs and between the state and local areas. The chief conveners
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development agency, DEED oversees and strives to align all Title I, Ill, and IV; TAA, Jobs for

Veterans Grant, and the Senior Community Service Employment Programs (SCSEP). Since the

adoption of WIOA, DEED has also deepened its partnership with MDE, which oversees Adult

Basic Education.
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The Office of Higher Education (OHE) Budget included $1 million for FY-21 to support local
partnership programs at Minnesota State Colleges and UniversitieShese partnerships must

be comprised of campuses and local businesses and may also includéXschool districts,

trade associations, local chambers of commerce, and economic development authorities. Funds
must be used to develop new and accelerate existimgnployer-led workforce exposure

programs, technical education pathway programs, duakaining programs, internships, youth
skills training programs, and other industry-recognized programs in highgrowth, high-demand
industries.

The state has also establised a Diversity and Inclusion Council, which seeks to improve the
recruiting and retention of state employees from diverse backgrounds; improve the contracting
process for businesses owned by Minnesotans from diverse backgrounds; and promote civic
engagemat for residents of Minnesota. The Council and its committees are tasked with
identifying best practices, developing a legislative agenda and moving forward with an
enterprise? wide diversity and inclusion strategic plan. Additionally, a statewide council o
ACET ¢ch O pOiTi1TO6A -ETTAOI OA AAATTET ¢ Al OACA
include CareerForce staff from DEED. Additionally, GWDB members serve as members on other
committees, such as the statéunded Minnesota Job Skills Partnership ahthe State

Rehabilitation Council. Through collaborative and crossagency efforts, policy changes and
recommendations are discussed and vetted across the workforce development system.

[ll. OPERATIONAL PLANNING ELEMENTS
A. STATE STRATEGY IMPLEMENTATION
1.STATE BOARD FUNCTIONS
[1l. OPERATIONAL PLANNING ELEMENTS

The Unified or Combined State Plan must include an Operational Planning Elements section that
otherwise noted, all Operational Planning Elements apply to Combined State Plan partner
programs included in the plan as well as to core programs. This section must include

A. STATE STRATEGY IMPLEMENTATION. THE UNIFIED OR COMBINED STATE PLAN MUST
INCLUDE

1. STATE BOARD FUNCTIONS. DESCRIBE HOW THE STATE BOARD WILL IMPLEMENT ITS
FUNCTIONS UNDER SECTION 101(D) OF WIOA (I.E., PROVIDE A DESCRIPTION OF BOARD
OPERATIONAL STRUCTURES AND DECISION MAKING PROCESSES TO ENSURE SUCH
FUNCTIONS ARE CARRIED OUT).

The state boad will fulfill its functions under section 101(d) of WIOA through an Operations
Committee. This committee has formulated its approach to the 12 functions of the board by
categories its activities into four area® administration, policy, information technology, and
performance. The committee meets monthly and utilizes a work plan to guide their work, which
includes working with staff to guide and oversee the preparation and submission of the WIOA
State Plan, preparation and submission of an annual repogreparing and submitting a bt

annual state legislative report, and other oversight functions. The Operations Committee also
participates in the review and approval of the Regional Plans to ensure alignment with the state
Combined Plan and works with GWDBtaff to develop and maintain work plans for the board.
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Relating to policy changes, the GWDB can address both existing and new policies needed to
support the better alignment of resources and services.

The information technology functions will focus on leveraging systems to avoid duplication,
addressing the need for more responsive career information tied to the eligible training
provider list, and on data systems. This will drive better coordination bservices across the
system and support process and outcome metrics as part of the performance functions.

The performance functions will focus on continuous improvement and support the
transparency of the system components and how they are contributing t@chieving the goals of
the state Combined Plan. The performance system will look at process and outcome measures
focusing on interim gains and final outcomes related to the WIOA performance common
measures and other areas as deemed necessary by the stadard.

2. IMPLEMENTATION OF STATE STRATEGY
18 #/ 2% 02/ "' 21 - 1 #4)6)4) %3 4/ )-0, %- %. 4 4( %

2. IMPLEMENTATION OF STATE STRATEGY. DESCRIBE HOW THE LEAD STATE AGENCY
WITH RESPONSIBILITY FOR THE ADMINISTRATION OF EACH CORE PROGRAM OR A

COMBINED SATE PLAN PARTNER PROGRAM INCLUDED IN THIS PLAN WILL IMPLEMENT

4( % 341 4%53 3421 4% ) %3 )3$%. 4)&) %S ). ))j#qQ ! "/ 69
DESCRIPTION OF
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ACTIVITIES THE ENTITIES CARRYINGUT THE RESPECTIVE CORE PROGRAMS WILL
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WILL BE ALIGNED ACROSS THE CORE PROGRAMS AND COMBINED STATE PLAN PARTNER
PROGRAMS INCLUDED IN THIS PLAN AND AMONG THE ENTITIES ADMINISTERINE T
PROGRAMS, INCLUDING USING EDIROLLMENT AND OTHER STRATEGIES, AS
APPROPRIATE.

The providers of activities under WIOA core Titles |, Ill and IV; TAA, the Jobs for Veterans Grant

and Senior Community Services Employment will primarily implement the Statstrategies

through services within the system and through special projects that support a career pathways

system. The provision of career services will focus on how the information made available

AT 1T OOEAOGOAOG OI A DPAOOI T 680 dpportunitie. Egpeker servieesOEAE O AAC
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next job, to one that helps provide a career trajectory for the individual job seeker.
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opportunities for individuals with the greatest barriers to employment. Using relevant data and

improved workforce planning, service providers have the resources to assist individuals in

making informed career decisions leading to opportunities which in turn, address and impact

the disparities gaps? race, disability, disconnected youth and gender. Staff and counselors

delivering career services continue to receive training and access to professional developnb

and current data. Individuals seeking training services work with counselors who have the most

current tools to assist participants in making an informed choice and identify the necessary

resources to ensure greater opportunities for successful complien of training and job

placement. Partners in the workforce system at local, regional, and state levels continue to

collaborate on opportunities to align and integrate programming and resources to achieve our

goals.
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The providers of activities under WIOAcore Title 11 2 Adult Basic Education, will continue to
embed career pathways philosophy into their services and administrative capacities. Business
engagement extends to pursuing work based learning opportunities that support the
contextualized learning gproaches. There are 500 ABE locations throughout the state, all
unique to the needs of the communities they serve and the resources they can leverage.
Through their participation on sector partnerships and understanding of the sequence of
educational requrements for eventual industry recognized credentials, curriculum will
continue to be modified to contextualize learning for future educational needs that align with
the goals of the individual. Resources will also be committed to continue professional and
system staff development so that career pathways approaches allow Adult Basic Education
providers to more flexibly meet the needs of regional sector strategies and the needs of targeted
populations and their inherent learning styles. These local and regial partnerships have led
and will continue to inform best practices serving disparate populations and result in skill
attainment through career pathways and workbased learning strategies that meet the industry
demands.

The Perkins Vffunded programs and &tivities provide opportunities for stronger alignment of
services to support a career pathways system. These activities include supporting werkbased
learning, which may expand upon how skills are recognized and credentialed. Teacher
credentialing is another focus area which looks at how changes in industry needs impacts the
skills and knowledge requirements of faculty. Perkins unded activities also promote
conducting program feasibility studies, program approval and implementation, all of which are
critical to ensure ongoing alignment and relevancy of educational and training opportunities.

The Minnesota Department of Corrections (DOC) has put grant funded career navigator
positions in place within the state prisons to work with offenders ready for relase. A team
approach between CareerForce locations, Minnesota Department of Human Services (DHS),
DOC Reentry, parole, and DOC Career Technical Education staff work closely to coordinate their
progras and career services to provide a seamless transitiorabk into the communities. The

DOC provides postsecondary Career Technical Education programming in many demand
sectors, while providing portable and stackable credentials.

The majority of CareerForce locations in the system also include coordinated servicprovided
by or in conjunction with DHS. Participants have access to resource rooms for job seeking,
workshops for developing job seeking skills and referral opportunities for other needed
services. The approved six regional plans all identify strategide align and integrate services
and programming to provide opportunities for participants building upon and leading to
meaningful employment.

There are several opportunities for activities to be aligned and enhanced with the core
programs. Training is neéled for staff to understand the appropriate activities and career
pathway opportunities for recipients within a system where job search and job placement have
been primarily seen as the core activity. We need to continue to better understand how career
pathways models including; workbased learning, apprenticeships, and skills training can be
implemented to align with the needs of industry. Development of employeled sector
partnerships allow for opportunities for job seekers with a priority to address thedisparities
gaps in race, disability, disconnected youth, and gender opportunities. This being said, it has
been critical for providers to understand the regional sectors in demand.

Another opportunity is to look at the scaling of orramps to training programs. This career
pathway strategy is a good fit for individuals who need entry level credentials and the need for
immediate employment. Such on ramp training programs could include forklift certification, MS
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office credentialing, CompTia, Paraprofessiotaraining, and other entry level certifications that
are feeders to occupations in demand that could allow for transition into further academic
credentials such as diplomas or degrees.

Alignment across all required core programs and State Combined Planrpeers that began with
WIOA continues as career pathways activities are maintained and enhanced across the state
workforce system through multiple state and federal programs. Identified as the Pathways to
Prosperity program in Minnesota, this national straegy focuses on providing skilled career
counselors, integrated developmental and skills training, application of appropriate sources and
comprehensive placement assistance.

B. ALIGNMENT WITH ACTIVITIES OUTSIDE THE PLAN

B. ALIGNMENT WITH ACTIVITIES OUTSIBE THE PLANDESCRIBE HOW THE ACTIVITIES
IDENTIFIED IN (A) WILL BE ALIGNED WITH PROGRAMS AND ACTIVITIES PROVIDED BY
REQUIRED ONESTOP PARTNERS AND OTHER OPTIONAL OSEOP PARTNERS AND
ACTIVITIES PROVIDED UNDER EMPLOYMENT, TRAINING (INCLUDING REGISTERED
APPRENTICESHIPS), EDUCATION (INCLUDING CAREER AND TECHNICAL EDUCATION),
HUMAN SERVICES AND OTHER PROGRAMS NOT COVERED BY THE PLAN, AS
APPROPRIATE, ASSURING COORDINATION OF, AND AVOIDING DUPLICATION AMONG
THESE ACTIVITIES.

Program and activity alignment withAT OA DAOOT AOO EO POEI AOEI U AAEEA
50 CareerForce locations, the network of Adult Basic Education providers and community

based organizations who are contracted with through the local workforce development boards.

All activities related to career services, training and business services are available through

these established working relationships. Minnesota has approved six regional plans which is

inclusive of the sixteen local workforce development areas and their respective local pls, and

both local and regional plans will be developed and submitted in 2020. These six regions have

all organized a regional governance structure which is representative of key stakeholders.

Collectively, they continue to develop strong regional network$o address their needs with a

keen focus on addressing the disparities gaps race disability, disconnected youth, and gender
opportunities within industry sectors. Local boards have been asked to increase outreach to

community groups and representativesof communities facing the greatest disparities during

the development of their regional and local plans in 2020 and going forward. As mentioned
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Minnesota whose areas cover tribal nations or other high populations of American Indians.

One such example is the coordination between Adult Basic Education delivering ESL education

and CareerForce locations delivering digital literacy education at CareerForce locationa

addition, all CareerForce locations are official Northstar Digital Literacy Assessment testing

sites, so customers who successfully complete an assessment can earn a certificate verifying

OEAEO AT i1 PAOGAT AU ET A OAOEpddtideshipmitidtizeGuaded1 OEEIT 1 O¢
under DOL is yet another example of building capacity through leveraging our CareerForce

locations, the Department of Labor and Industry and industry leaders many of whom serve on

the local and state board. The six regionall@ns have all identified and continue to develop new

partnerships to align and integrate resources outside of this plan.

Program and activity alignment with training opportunities, inclusive of Registered
Apprenticeships, occurs through the activities oftie local boards, business partnerships and
special grant and funding opportunities
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Program and activity alignment with education, including career and technical education, is

achieved through local board activities and involvement with special projects. Career and

technical education resources through the Perkins V have become a cenfpalt of developing
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partnerships several best practices have emerged with the development of strategies around

youth and developing regional industry recognized credentials. While the sector partnerships

are not all at the same level fomaturity, they continue to deliver promising practices to
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Program and activity alignment with human service agencies outside the purview of WIOA is a

critical element to career pathways success in serving communities of color, individuals with

disabilities and disconnected youth. Human services efforts around housing, transportation,

health care, and child care have been identified in regional listening sessionsdahave been

discussed most recently at that 2019 annual joint MAWB/GWDB meeting. This information will

be used in interagency State Department meetings to best coordinate supportive services

around workforce development. This is further outlined in the narative under Coordination.

C. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO INDIVIDUALS

C.COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO
INDIVIDUALS.DESCRIBE HOW THE ENTITIES CARRYING OUT THE RESPECTIVE CORE
PROGRAMS, COMBINED STATE PLANRMNER PROGRAMS INCLUDED IN THIS PLAN, AND
REQUIRED AND OPTIONAL ONBETOP PARTNER PROGRAMS WILL COORDINATE
ACTIVITIES AND RESOURCES TO PROVIDE COMPREHENSIVE, {QIGALITY, CUSTOMER
CENTERED SERVICES, INCLUDING SUPPORTIVE SERVICES (E.G. TRANSPORTATION), TO
INDIVIDUALS, INCLUDING THOSE POPULATIONS IDENTIFIED IN SECTION lI(A)(1)(B),

AND INDIVIDUALS IN REMOTE AREAS THE ACTIVITIES DESCRIBED SHALL CONFORM TO
THE STATUTORY REQUIREMENTS OF EACH PROGRAM.

Job seekers in Minnesota are served by the statewide netwook CareerForce locations as well
as by the myriad government, education, and nonprofit organization locations of orstop

partner programs. All CareerForce locations offer the full range of WIOA TitleB, Wagner
Peyser, Veterans, TAA, and stafeanded youth and Dislocated Worker services in a ctocated
model. Many CareerForce locations across the state include partners from other WIOA titles
represented in this plan. All CareerForce location serve customers of the public workforce
system with highly-train ed professional staff. Both job seekers and businesses have access to
services designed to meet their specific needs. DEED developed a training program called the
Reception and Resource Area Certification Program for staff who work at CareerForce location
reception desks and resource areas.

DEED will continue to provide a leadership role in the development of training with the support
of the GWDB and their relevant committees and the state program administrators in this plan.
The CareerForce locations inclsive of several affiliate sites offer assistance to all individuals. All
individuals are greeted by trained professional staff who gather information to best assess
priority of service, urgency, and make the initial referral(s) to service(s). Individuals g then
guided and assisted by program staff to identify all resources the individual may be eligible for,
and identify opportunities for co-enroliment. All staff, including core and other combined
partner staff and those not physically located within theCareerForce location, meet on a regular
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and ongoing basis to discuss program changes, eligibility, and activity. The communication
ensures coordination, alignment, and leveraging of resources for better outcomes for the
employer and the individual.

Services to Laid-Off Adults

f Unemployment Insurance?> $ %%$ ET OOAO OEA OOAOGAGO 51 AIiPITU
division. CareerForce locations provide cdocation for Ul staff members to coordinate
reemployment initiatives for claimants and the long term unemployed. The
Reemployment Servtes and Eligibility Assessment (RESEA) engages Ul claimants
within the first weeks of their benefit payments to provide earlier engagement and
increased services throughCareerForce locations to expedite their return to work.

9 Dislocated Worker Program? This program mitigates the negative impact to
businesses, communities, and employees who are facing a layoff. It assistsdaadf
workers in returning to work with comparable wages and benefits and connects
employers with skilled staff. The Rapid Responseam is the first responder when a
business has closed down or is planning to lay off workers. The team is trained to assess
the situation and inform the affected workers of available services. Participants enrolled
in the program can access career planningnd counseling; job search and placement
services; short term training upon counselor approval; and support services for
expenses such as child care and transportation upon counselor approval. Minnesota
maintains both a federally and state funded Dislocaed Worker program.

1 Trade Adjustment Assistance (TAA» This program provides aid to workers who lose
their jobs, or are at risk of losing their jobs, or whose hours of work and wages are
reduced as a result of foreign competition. TAA assists laiff workers in returning to
the workforce as quickly as possible by offering them help with work searches,
relocation, job training, and weekly cash benefits. There are two major components,
separately funded by the U.S. Department of Labor: Trade Readjustmenioflances
(TRA), which are special extensions to unemployment insurance; and Trade Adjustment
Assistance (TAA) which includes reimbursement of training costs, job search
allowances, relocation allowances, and similar costs.

1 Assessments for Job Seekers Local areas use a variety of assessment instruments
AAOT 66 OEA OOAOAR AOO OEA 110606 Aliii11T1U OOAA
Skills and Work Value assessments. Interest and skills assessments have been made
available on the CareerForceMN.com plaifm to assist job seekers. Minnesota also
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Occupational Skills, Essential WorkIls, and Computer and Basic Skills. Commonly
AAT T AA OEA O40EACA &£ O0i o ET #AOAAO&I OAA 11T AA

Title I and Title Il staff at the local level and was later distributed statewide after
approval from local WDA directors anl DEED executive management.

Services to Adults with Barriers to Employment

1 WIOA Adult? The program serves adults who are seeking greater participation in the
labor force and prioritizes individuals who receive public assistance, individuals living
with low incomes, and veterans. Minnesota is developing additional policy that leverage
state resources to address the disparities gaps race, disability, and disconnected
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youth which is a priority of this plan. Services include a preliminary assessment ofik
levels, support services, occupational or on the? job training or work -based learning,

job search and placement assistance, access to apprenticeship opportunities, and career
counseling. It also provides resource libraries providing access to employmentrelated
services such as current job vacancies via MinnesotaWorks.net.net, local education and
training service providers, and labor market information. WIOA Adult providers have
been partnering with Adult Career Pathway programming to ensure individualbave
access to career pathways that lead to family sustaining wages or beyond.

Minnesota Pathways to Prosperity> Minnesota Pathways to Prosperity (P2P) is an

innovative framework built on a Career Pathway programming model, which integrates

basic skillseducation, competencybased skills training, support serviceshigher-level

education for those who chooseemployment placement and retention to meet the

needs of adults. P2P projects are designed for adults who traditionally face multiple

barriers to employment, and who are in need of enhanced educational and supportive

services to be successful in securing loAgrm family sustaining wages. P2P provides

I DPT OOOT EOEAO &£ O ET AEOGEAOATI O O1 AOEI A OEAEO
pathways modelsthat ultimately lead to employment in an industry sector that leads

with family sustaining wages.

This competitively awarded grant program targets populations of color;
individuals experiencing housing insecurity; individuals with a criminal record; hose
lacking a high school diploma or equivalent; individuals with disabilities; and those
unemployed for 26 or more consecutive weeks. In addition, special consideration should
be provided to veterans, those returning to work after receiving public assisnce, low
income, and older workers. Participating individuals obtain, retain, and advance in
unsubsidized employment or complete training along an educational path, as
demonstrated by annual wage increases, placement and retention in a job or education
or training program, and completion of training leading to an industryrecognized
credential. P2P is a statdunded, competitive grant program that leverages WIOA
programming.

Minnesota Displaced Homemaker Program This program provides preemployment
services that empower participants to enter or reenter the labor market after having
been homemakers. Customers are women and men who have worked in the home for a
minimum of two years caring for home and family but, due to separation, divorce, death,
or disability of spouse or partner, or other loss of financial support, must now support
themselves and their families. The participants need to identify, address and resolve
multiple barriers before they can be competitive in the workforce. Often they are

worrie d about basic needs such as facing eviction, having utilities services shut off, or
caring for a spouse or child with a disability. Eligibility is based on income guidelines.
Seven providers offer services covering 51 counties staiended program.

Minnesata Family Investment Program (MFIP/TANF), This program helps families
with children meet their basic needs, while helping parents move to financial stability
through work. Parents are expected to work, and are supported in working with both
cash and foodassistance. Most families have a lifetime limit of 60 months on MFIP.
DEED works with the DHSEconomic Assistance and Employment Supports Division to
ensure the program goals of MFIP are met.
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SNAP Employment and Training Program (E&T) The Minnesota Depament of

(O0i AT 3AOOEAAO j-. $(3Qq AAIETEOOAOO OEA OOAOQ,
Program (SNAP E&T) by supervising local counties and directly contracting with
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and offers multiple contracting options. Interested providers can contract through the
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certain other Minnesota Counties. DHS contracts directly with agencies and

organizations seeking o offer a range of jobsdriven employment support programs

across the state.This includes organizations already receiving a portion of E&T funding

through their local county. DHS is the contracting agency for all tribal contracts and

other state agenci®8 $ %%$60 3.! 0 %04 DOI COAIi EO AOAEI A.
existing contracts for nonfederal funding through DEED. Also, some counties elect to

contract with organizations who provide a range of jobgdriven employment supports to

low-income residents ofthe county.

Senior Community Service Employment Program (SCSEP)The SCSEP program
fosters economic self sufficiency through community service activities for

unemployed, low-income persons who are 55 years of age and older and have poor
employment prospects. Program clients are Minnesotans with an income of less than
125 percent of the federal poverty levels, who want or need additional income. Service
providers include five Local Workforce Development Areas, three community action
agencies, three counts, two national sponsors, and one Native American tribe. Program
operations are subgranted to 11 local agencies that serve workers in 60 counties
throughout the state; remaining 27 counties are served by national sponsors.

Women in HighWage, High DemandNontraditional Jobs Grant Progran® This
program seeks to increase the number of women in higivage, highdemand,
nontraditional occupations including those in the skilled trades, science, technology,
engineering, and math (STEM) occupations. Grant fundsrve women, especially low
income women and women over 50 years of age. This is a stafiended grant program,
which began in December 2014 and continues.

Migrant and Seasonal Farmworkers This program provides Migrant Seasonal Farm
Workers with a full range of employment services and referrals to other community
services. Migrant and other seasonal employees engaged in farm work that are legally
eligible to work in the United States and of legal age to perform services for wages are
eligible for services The full range of services provided to Migrant Seasonal Farm
Workers includes: job search assistance and placement, job counseling, training
opportunities, and referrals to supportive services. The program is administered by the
State Monitor Advocate ad migrant labor representatives who are proficient in both
English and Spanish, to better serve the predominantly Spanisipeaking clientele.
Services include quality employment services and referrals, which are administered at
the local level in multiple Local Workforce Development Areas.

Services for Incarcerated Adult® DOC has put grant funded career navigator positions
in place within the state prisons to work with offenders ready for release. A team
approach between CareerForce locations, DHS, DOCedRéy, parole, and DOC Career
Technical Education staff work closely to coordinate their programs and career services
to provide a seamless transition back into the communities. The DOC provides
postsecondary Career Technical Education programming in mamemand sectors, while
providing portable and stackable credentials. DEED has four dedicated Offender
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Specialists whose sole job is to provide employment services to-effenders both prior
to and after release.

MN DOC Second Chance ActThis Second ChareAct TechnologyBased Career
Training Program grant, TechnologyBased Career Education Supporting Successful
Reintegration, is administered by DOCCollaborative partners include Minnesota State
College and University (Minnesota State), state businessaimdustry experts, and
community based organizations.

MN DOC Career technical programming will include jobs that are in high demand
in Minnesota based on DEED data on industry growth jobs, and strongly on projected
job vacancies.Training is provided by credentialed MN DOC instructors and includes
programming in classroom and shop settings, and includes the completion of the
nationally validated certifications. Participants will gain knowledge and hands on
training of industry processes, critical industry functions, and with a partnership with
Minnesota State will be awarded a Minnesota State transcript upon successful
completion of the program.

Community-based organizations in partnership with MN DOC Career Navigators
will provide; employment services pre and postrelease, mentoring services,
apprenticeship opportunities, interview attire, and transportation assistance.MN DOC
Career Navigators will ensure all participants receive individualized reentry plans,
linked community-based services angupports postrelease, are provided case
management services within the community, and will ensure the ability to collect and
report data on participant post-program employment outcomes, and patrticipant
recidivism indicator data. MN DOC Career Navigatonsill provide training to employers
on successful approaches to working with exffender participants of the training
programs. State agency partnerships will demonstrate leveraging of state and local
resources to support and/or sustain the programs.

Target population consists of adult males and females assessed to be moderate
to highest risk to recidivate. Geographic location to include: Minnesota Correctional
Facilities and select Minnesota County jails. Participants will receive career technical
trainin g, employment services, career pathway counseling,-entry support services,
and apprenticeship opportunities. Employers will receive information and training in
hiring ex-offenders and the value of the exffender workforce.

Services for ExOffenders? DEED designed and offers a series of "New Leaf" workshops

ET ¢m #A0OAAO&T OAA 11T AAGETT O AAOTI OO OEA OOAOA«
workshop is designed specifically for job seekers who are having a difficult time

obtaining employment due totheir barriers and/or records. This workshop combines

$%%$60 #OAAOEOA *T A 3AAOAE AT OOOA xEOE ODPAAE,
employment, including how, when and why to disclose your record; addressing

concerns from employers; answering touglinterview guestions; and provides state

resources on the Work Opportunity Tax Credit, Federal Bonding and "Ban the Box"

OANOEOAI AT 008 )1 AAAEOEITh $%%$60 6AOAOAT Al
on a special project for Minnesota veterans that haveeen incarcerated

Services for Homeless Minnesotans In March 2016, Performance Management (PM)

staff assessed these eligibilifbased programs to determine which programs do and do

not track whether a participant was homeless at the time of program enrathent.
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Currently, only one program does not track housing insecurity and two programs were

A OTA OF 110 I AEA 1T AT AAOT OU A NOAOOEIT AOOAOC
part of ongoing broader efforts around data and performance measures, DEED st

working on ways to disaggregate data pertaining to employment and wage outcomes for

homeless participants to include in a future version of the Uniform Outcome Report

Card.

1 Southeast Asian Economic Disparities Relief Grant Prograam This program was
implemented in July of 2016 to address economic disparities in Southeast Asian
communities through workforce recruitment and development, job creation, assistance
to smaller organizations to increase capacity and outreach services. The Minnesota
Legislaturehas funded this program every year since its inception.

1 Adult support services? This competitive grant focuses on lowincome communities,
young adults from families with a history of intergenerational poverty, and communities
of color to provide supportservices to individuals, such as job training, employment
preparation, internships, job assistance to fathers, financial literacy, academic and
behavioral interventions for low-performing students, and youth intervention. The
Minnesota Legislature has fuded this program every year since its inception.

Youth
f WIOA Youth Program:- ET T AOT OA80O 7)/! 91 OOE 001 COAI pPOI

employment and training services to opportunity youth, including workbased learning,
an introduction to career pathways, &ainment of recognized credentials and wrap
around support services. Participants are youth ages 1824 who are not attending any
school, and inschool youth ages 141 who are low-income and atrisk. Minnesota
serves a high percentage of youth who are @st in need of services such as homeless
youth and runaways, youth in foster care, youth with disabilities and youth from
families on public assistance Minnesota is serving youth who are underrepresented in
the workforce. For example, Native American guth are served at a level that is 3 times
the national average.Minnesota supports partnerships with other State and federally
funded youth programs to increase the quality of services available to participants.
WIOA Youth Programs provide youth with acess to postsecondary training and
credentials which reflect 21st century skill requirements. Examples of ceenrollment
opportunities for WIOA Youth participants include: the Minnesota Family Investment
Program (MFIP), Vocational Rehabilitation Services RS/Pre-ETS), Youth Disability
Employment Initiative, Youthbuild, Adult WIOA, Adult Basic Education (ABE), Minnesota
Youth Program (MYP), Youthbuild, Job Corps and Youth at Work Opportunity Grants.
For more information, see the WIOA Youth Program
webpage:https://mn.gov/deed/programs _-services/office-youth-development/youth -
programs/wioa -youth.jsp.

1 Minnesota Youth Program (MYP):MYP serves lowincome youth, ages 14 to 24, and is
the only youth employment program available in all 87 counties.Over half of the youth
served under MYP receive academic credit or servidearning credit for work -based
learning. Other MYP services includecareer explaation and counseling, labor market
information on in-demand occupations, work readiness skills, financial literacy training,
work experience and support servicesMYP serves over 3,300 youth each year through
individual, case managed services and anoth@0,000 youth through the Outreach to
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Schools component. MYP operates in coordination with WIOA, under oversight of Local
Workforce Development Boards appointed by Local Elected Officials (businekesd
majority). Each $1 of MYP funds leverages over $4ather federal, state and local
resources. Youth may be ceenrolled in WIOA, MFIP, VRS, or Youthbuild as a result of
strong local partnerships. Worksite supervisors/employers evaluate the contextual

work readiness skills of youth on the MYP worksite usig pre and post assessments. For
more information, see the Minnesota Youth Program
webpage:https://mn.gov/deed/programs -services/office-youth-development/youth -
programs/youth -program.jsp.

Youthbuild Program: The statefunded Youthbuild Program offers a construction

career pathway for low-income, atrisk youth, ages 1624, who have dropped out of
school or are atrisk of dropping out. Youthbuild provides preapprenticeship training,
industry-recognized credentials, contextual basic skills and work readiness soft skills;
career exploration and counseling; mentoring and leadership development; and support
services. Ten organizations provide services across Minnesota. Each $1 of state
Youthbuild funding is matched by two local dollars and state funds are used as match for
federal YouthBuild resources. For more information, see the Youthbuild webpage

at: https://mn.gov/deed/programs -services/office-youth-development/youth -
programs/youthbuild.jsp .

Youth at Work Opportunity Grants: provide workforce development and training
opportunities for economically disadvantaged and atisk youth with special
consideration for youth from communities of color and youth with disabilities. Over
84% of the youth served are from communities of colorExperiential learning
opportunities are designed for youth that promote mastery of work readiness
competencies and 21st Century skillsProjects promote skill acquisition (academic and
work readiness) through project-based instruction and increase exposure to ialemand
jobs important to regional economies. Youth at Work grants provide highquality
worksites and overall participant and employer satisfaction. These are twgear grants
that emphasize innovation in serving youth. For more information, see the Youth
Opportunity Grants webpagehttps://mn.gov/deed/programs _-services/office-youth-
development/special/grants/ .

Disability Employment Initiative (DEI): Partners for Youth Career PathwaysMinnesota

is managing a $2.5 million, 42month DEI grant fundedthi OCE OEA 5838 $/, 60
Employment and Training Administration and the Office of Disability Employment

011 EAU8 4EEO COAT O Al11Tx0O OEOAA T &£ -ET1AOT OA
and strategically align career pathways systems to effectively serve ytbuwith

disabilities through multiple entry and exit points. The federal DEI grant allowed

Minnesota to expand the number of Employment Networks (ENS) in the state which

increases services to Social Security disability beneficiaries.

The DEI helped Mimesota to build the capacity of rural WDA staff to increase the
number of youth with disabilities participating in career pathways programs by
implementing the Integrated Resource Team (IRT) approach and the Guideposts for
Success best practices frameworito service delivery. This success prompted the
AAOCAT T PI AT O T £# A COEAA 11 ET AT ObPi OAOET ¢ OEA
Personal Learning Plan (PLP) process. The guide was developed to assist WDA staff
when working with youth with disabilities who have a Personal Learning Plan (PLP) or
an Individualized Education Plan (IEP). The guide provides suggestions for integrating
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the Guideposts for Success into student ILP activities for both-sthool and outof-

school youth. For more information on tle DEI and the guide on incorporating the

" OEAADPT 00O &£ O 30AAAOO ET O1 -ET1TAOGTI OA8O 0, 0h
weblink: https://mn.gov/deed/programs -services/office-youth-

development/special/disability -employment-initiative/ .

1 DEED, DHS, and MAWB have worked in partnership since 2009 to serve teen parents
receiving Minnesota Family Investment Program (MFIP) benefits or in TAN&ligible
households. This partnership has leveraged over $7.3 million of TANF funds to provide
work experience and work-readiness training for over 4,200 teen parents who were
receiving MFIP benefits or younger youth who were MFIP recipients. The partnership
addresses disparities in MFIP outcomes, especially the Work Participation Rate, for
African Americanand American Indian participants. Many of the participants have little
or no previous work experience and they develop work readiness skills through their
participation in the project. Participants are assigned a youth counselor/case manager
and receive Bbor market information highlighting in-demand industries and
educational opportunities available in the region. Cenroliment in the WIOA Youth
Program and the Minnesota Youth Program, when appropriate, has contributed to the
success of these projects.

Some of the industries that are introduced to youth include information
technology, manufacturing, transportation, child care, and health care. Persaentered
planning is a major key to success. The work experiences that youth receive are targeted
to their specific career interest areas as much as possible to provide harda exposure
to a field that is intriguing to them. Career readiness skills are assessed on the worksite
by the worksite supervisors, allowing the youth to gauge their skill level withegards to
industry -specific expectations and requirements. Financial literacy tools are used to
help each youth navigate having a job and managing the earnings that follows-Co
enrollment in the WIOA Youth Program and/or the Minnesota Youth Program as
appropriate has contributed to the success of these projects.

The TANF project has enabled young adults, many of whom have significant
barriers to obtaining and maintaining employment, to explore educational opportunities
and fulfilling careers that will set them and their families up for lifelong success. In 2018,
the DHS conducted an evaluation of the TANF Youth Project to examine implementation
of the project and the experiences of the youth and service providers involved, lessons
learned and challengesdced, and to propose recommendations for the future. The
evaluation report and other TANF Youth Innovation resources and participant success
stories can be found on the project webpagéittps://mn.gov/deed/programs -
services/office-youth-development/special/tanf/ .

Veterans
T 4EA OOAOAGO OUOOAIT 1T &£ #AOAAO&T OAA 11T AAQEIT O |
employment services to veterans around the state. Disabled Vet Outreach Program
Specialists (DVOPSs) provide eligible veterans with employment services such as job
matching and referral to posted job openings, vocational and career guidance, labor

market information, plus workshops on resume preparation and conduéng effective
job searches. DVOPs also refer eligible and qualified veterans to appropriate WiOA
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funded training programs and discretionary initiatives, as well as registered
apprenticeship programs throughout the state. Local Veteran Employment
Representdives (LVER) specialize in promoting veterans to employers, educating one
stop partners on current law, changing regulations, and the value veterans bring to an
employer. DEED has recently hired multiple new staff to help support and grow
veterans services including staff with experience working with women veterans and
American Indian veterans. A mobile CareerForce center with similar services provided
at the OneStop locations will begin making trips around the state in 2020, particularly
in efforts to support American Indian communities.

Jobs for Veterans State Grants (JVSG)DVOP and LVER staff are funded through the
JVSG and fulfill all responsibilities mandated by the grant programs. Services include the
provision of intensive case management servicas Chapter 31 Veterans, disabled
veterans, homeless veterans, economically or educationally disadvantaged veterans, and
veterans with "significant barriers to employment" as defined by the Department of

Labor.

Additional Veterans Outreactr JVSG grant sthalso serves other populations of
veterans in the State through Memoranda of Understanding (MOUSs). Those populations
include:

National Guard and Reserve members returning from overseas deployment. In

particular, Virtual Job Fair Technology and social mea are being utilized to connect

AT A AOOEOO OEEO CcOi Obp xEOE OAOAOAT G868 OAOI OOA,
overseas, and actual virtual job fairs when they return to this country. Minnesota also

stages an annual Veterans Career FaireathDl Uh xEEAE EO O(EOA A 6AO0

proclaimed by the Governor.

Serviceconnected disabled veterans, who are identified through various Veterans
Service Organizations (VSO) such as Disabled American Veterans and VFWs, as well as
outreach activities atVeteran Centers, Veterans Administration Medical Centers, and
Community Based Outpatient Clinics.

Recently-separated veterans, who are identified at various reintegration events, job
fairs, and through partner referrals.

Wounded and injured veterans, whaare identified through the outreach activities of our

$6/03nh 1T AAl 63/860h AT A PAOOT AO OOAEE ET 100
Incarcerated veterans, who are identified and contacted through "ineach” activities

conducted within correctional facilities managed by DOC, and community based

"halfway houses" and similar facilities. Minnesota has dedicated DVOP staff that serve

veterans being released from correctional facilities, and those with a criminal history via
this special initiative.

Homeless Veerans, who are served by DVOP Specialists, who work in partnership with
the Homeless Veteran Reintegration Program to provide onren-one employment
assistance and supportive services to homeless veterans. These services may include
resume and interviewing preparation, employment workshops, job clubs, job search
assistance and job referrals.

Community based "Beyond the Yellow Ribbon" organizations are engaged through
DVOP/LVER participation in "Beyond the Yellow Ribbon" committees covering 63
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National GuardArmory communities. DEED Veterans Employment Representatives are
required partners in these organizations comprised of public and private resources
designed to support all veterans in the community.

Individuals with Disabilities

1 Vocational Rehabilitation (VR) Service® This program assists Minnesotans with
significant disabilities to secure and maintain employment. Customers are people whose
disabilities cause serious functional limitations in life, specifically in achieving an
employment goal. More tha 300 VR counselors, placement counselors, and VR techs
work within the Minnesota CareerForce location System to deliver services that include:
assessment, vocational evaluation, training, rehabilitation counseling, assistive
technology, and job placementSome customers may also receive pastemployment
assistance. Many of these services are delivered through collaborative partnerships
between public and private providers. Coordination between programs will be
supported by working and, as appropriate, formapartnership agreements with state
community partners to create referral processes and jointly deliver services to
customers, including customers from unserved and underserved populations. At the
local level, VR will work with core and combined plan partars as well as other
community resources, to reach out to unserved and underserved populations.The VR
program receives both state and federal funding.

1 Disability Employment Initiative (DEI) Career PathwaysDisability Resources
Coordinators work to strenghen partnerships with Vocational Rehabilitation, disability
agencies, and employers and modify career pathway education and employment for
individual success. The GWDB Disability Equity Committee will continue to serve as an
entity to help evaluate projeds and develop recommendations based on their outcomes.

Adult Learners

1 Apprenticeship Programs? The Minnesota Department of Labor & Industry (DLI) is
AT T T EOOAA O1 OOPDPI OOET C -ETTAOI OAGG AATTTI U |
based career development though registered apprenticeship programs that provide
structured training, development and credentialing of highly skilled employees. o
Minnesota Apprenticeship Initiative? In 2015, the U.S. Department of Labor awarded
Minnesota a grant to expand registeré apprenticeship into the industries of advanced
manufacturing, agriculture, health care, information technology and transportation.
DEED is administering the grant and DLI is engaging industry, labor, and commurnity
based organizations to develop programsncluding the creation of apprenticeships in
30 new occupations. o Private Investment, Public Education, Labor and Industry
Experience (PIPELINE) Project The PIPELINE Project was established by the
Minnesota legislature in 2014 to expand dual training and apprenticeship programs in
Minnesota. DLI was appropriated one time funds to convene industry experts,
employers, higher education institutions, and labor to develop competency standards
acceptable to advanced manufacturing, health care services, infortien technology,
and agriculture industries. o Labor Education Advancement Program (LEAR) LEAP
was established by DLI for the purposes of facilitating the participation of people of
color, indigenous people and women in apprenticeship able trades and ocuapations.
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Grants appropriated by the legislature are distributed annually to community based
organizations serving the targeted population.

1 Construct Tomorrow Program? Partners with the state construction trades and
Apprenticeship Coordinators Associatiorbring to high schools a hands on experience
which exposes young women and men to opportunities in the construction trades.

1 Minnesota Department of Education (MDE) As the entity responsible for
management and oversight of Title Il funds, MDE works collapatively with partners
within the Combined State Plan to ensure effective and efficient career pathways for
Minnesotans. ABE transition coordinators and Local Workforce Development Area
directors have developed strong partnerships and continue to convereetings,
identify opportunities for collaboration and planning, and host discussions aimed at
meeting regional needs. This work was initially funded, in part, by the WIA Incentive
funding that Minnesota received. The state invested much of these earninigso WIOA
implementation to achieve better alignment and leveraging of resources and
opportunities within the six regions in Minnesota.

D. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO EMPLOYERS

D. COORDINATION, ALIGNMENT AND PROVISION OF SERVICES TO EMPLOYHSERIBE
HOW THE ENTITIES CARRYING OUT THE RESPECTIVE CORE PROGRAMS, ANY COMBINED
STATE PLAN PARTNER PROGRAM INCLUDED IN THIS PLAN, REQUIRED AND OPTIONAL
ONESTOP PARTNER PROGRAMS WILL CODIRATE ACTIVITIES AND RESOURCES TO
PROVIDE COMPREHENSIVE, HIGRUALITY SERVICES TO EMPLOYERS TO MEET THEIR
CURRENT AND PROJECTED WORKFORCE NEEDS AND TO ACHIEVE THE GOALS OF
INDUSTRY OR SECTOR PARTNERS IN THE STATE. THE ACTIVITIES DESCRIBED SHALL
CONFORM TAO'HE STATUTORY REQUIREMENTS OF EACH PROGRAM.

The GWDB has established the Career Pathways Partnership (CPP) with membership
representing the core partners and combined partners included in this plan. In addition, this
partnership includes: MN Department ofCorrections, MN Department of Labor and Industry,
community-based organizations, philanthropic organizations, labor, local and regional
workforce service providers, and private sector GWDB members. Previous sgboups focused
on customers (characteristic$, resources (asset mapping), and communication (developing
common language with employers). In 2020 and beyond, the CPP will be focusing on industry
recognized credentialing and other alignment specific efforts.

Outreach, alignment, and coordination of geices is generally determined by the local and
regional boards. Additionally, several local workforce board members serve on the GWDB.

The GWDB, regional partnerships, and local boards continue to identify progress and share best
practices through the GWIB committees, combined plan partners, and events or meetings held
Au 10 ET AiT11AATOAOETT xEOE -!7"8 7EEI A -ETTAOIC
remain stable and improve overall since the last recession, employers continue to search for the
skilled labor they need while many communitieg particularly those facing systemic or

historical barriers to employment z face disproportionate rates of unemployment,
underemployment, and disparities relating to wages, wealth, and education. Minnesota is
committed to building innovative practices at local, regional, and state levels to help business fill
positions in demand while creating economic opportunities for more Minnesotans. System
alignment progress is needed for existing programs and functions cagadl out by state agencies
and across both secondary and postsecondary education, while innovative approaches and
increased collaboration are needed across sectors.
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Minnesota has several industry associations and/or partnerships including Minnesota Precision
Manufacturing Association (represented on the GWDB), Health Education Industry Partnership,
Central MN Manufacturing Association, and Minnesota State College and Universities Centers of
Excellence. These partnerships further outreach, coordination, and tier alignment within
workforce and education and are critical to identifying industryrecognized and valued

credentials leading to meaningful employment. The six regional plans have identified industry
sectors which are or have established employeled sector partnerships. The DEED online
dashboard collects information on the success of many of these partnerships. The GWDB will be
facilitating opportunities for these partnerships to develop more substantive potential policy
changes or program pilots.

DEEDemploys workforce strategy consultants that work with specific industry sectors and the
six regions, while they work closely with designated Employer Navigators to best deliver
employer services as well as communities and industries to support workforce @action

efforts, assist with larger job fair efforts, attend regional WIOA planning events, and help serve
as a conduit between economic development and workforce development effort$hey also
support access to labor exchange services.

The local boardsare responsible for developing more specific strategies and approaches
through their regional and local plans to guide their workforce development efforts. This local
level coordination includes core programs, other state or federally required programs,

economic development entities, and both secondary and postsecondary education. The
strategies and approaches are aligned with and articulated through the six elements of a career
pathways system and supported at the state level by each federal title admirriator.

E. PARTNER ENGAGEMENT WITH EDUCATIONAL INSTITUTIONS

E. PARTNER ENGAGEMENT WITH EDUCATIONAL INSTITUTIONS DESCRIBE HOW THE
341 4%83 342! 4% ) %3 7),, %. '!'' % 4(% 34! 4%83 #/ - -5
CAREER AND TECHNICAL EDUCATION SCHOOLS, AS PARTNERSENVBRKFORCE

DEVELOPMENT SYSTEM TO CREATE A JDRIVEN EDUCATION AND TRAINING SYSTEM.

WIOA SECTION 102(B)(2)(B)(IV).

-ETTAOT OA EAO AT AOOAAI EOEAA EEOOI OU 1T £ AAOGAI T DE
Pathways to Prosperity program represents atrong partnership between Adult Basic

Education, DEED, and other training institutions. This program demonstrates the coordination

but also the alignment and leveraging of resources, including financial and human, to better

serve individuals on a career pth to academic achievement and employment. The Minnesota

legislature initially funded P2P in State Fiscal Year 2016, and continued to appropriate funds for

this program in 2017 and 2019. Since its inception, P2P has served over 5,500 participants.

This model exemplifies the six elements of the career pathway system and moves new

programming into innovative ways to help more Minnesotans develop skills and

obtain credentials.

The Minnesota Department of Labor and Industry (DLI), DEED, MDE, and several state

community colleges in the Minnesota State Colleges and Universities system have developed

partnerships with industry to implement programs for youth and adults in dualenrollment

apprenticeship programs funded by state and federal funds (including notraditional

I AAOPAOGET T O ET -ETTAOTI OAGBO EAU ET AOOOOU OAAOQT O0C
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DEI grants, and sector partnerships like the Healthcare Edutan Industry Partnership (HEIP).
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Educational Initiatives

Minnesota is currently participating in several national grants and initiatives to align higher
education and workforce needs:

Minnesota received an Educate for Opportunity grant from the Natiad Governors Association
and Strata Education Network to support training initiatives for adult learning. The Minnesota
team will receive technical assistance from NGA over the course of 18 months to refine their
data-driven approaches to anticipating andmeeting future workforce needs. Core team
participants include representatives from the Office of Governor Tim Walz, OHE, DEED, DLI,
MDE and Minnesota State.

Minnesota was selected to participate in the State Higher Education Executive Officers
Assaociation(SHEEO) Communities of Practice to align postsecondary education and the
workforce. This initiative will provide an opportunity for states to explore best practices to align
educational output with workforce demand, define and measure credentials of valyand
increase capacity to utilize linked postsecondary and workforce data. Participants include
representatives from DEED, Minnesota State, the University of Minnesota and a private
postsecondary institution.

Minnesota was also selected to participate ithe WIOA Credential Attainment Cohort, a

CAOEAOET ¢ T &£ TETA OOAOAO OAAARAEOGET ¢ OAAET EAAI AOC
Services Administration and Office of Career, Technical, and Adult Education. The cohort is

aimed at enhancing state effort$o determine which degrees, certificates, certifications, and

licenses qualify as credentials using the parameters established in federal guidance. Participants

include representatives from all core WIOA titles in Minnesota.

Education and Workforce Al ignment

Minnesota has a fully interoperable, enterprisdevel data collection, reporting and analysis
system that stores student data from prekindergarten through completion of postsecondary
and into the workforce. These systems include:

Te Statewide Longitudinal Education Data System (SLEDS), which is led by OHE and brings
together data from MDE, DEED and OHE;

The Early Childhood Longitudinal Data System (ECLDS), which is led by MDE and brings
together data from MDE and the Minnesota Deptments of Health (MDH) and Human Services
(DHS).

SLEDS brings together data from education and workforce to identify the most viable pathways

for individuals in achieving successful outcomes in education and work. It is used to inform

decisions to suppot and improve education and workforce policy and assist in creating a more

seamless education and workforce system for all Minnesotans. The general purpose of the

3, %$3 OUOOAI EO OI EAAT OEZAU AT A AT Al UUA OEA 1t o068
systems:

Pathways: The movement of individual students between2, higher education, and

workforce
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Progress: The benchmarks transition points students meet or fail to meet

Predictors: The characteristics or patterns that help explain which students succeeshd which
do not

Performance: The alignment of education and workforce for individual success

In 2015, Minnesota received a 4/ear national SLDS grant through the Institute for Education

Sciences (IES) with a focus on early learning and college and career. The grant projects

expanded SLEDS use to better inform and improve education programming, jpi¢s and

resource allocation decisions. The projects supported increased use of SLEDS, improve key

OOAEAET T AAOOSG AAOA 1 EOAOCAAU AT A AAAAA 1 ETEACAO
The crossagency teams also submitted a 2019 SLDS grant proposal, with a foousequity.

Proposed projects would include the development of a crosagency education and employment

dashboard, the complete integration of WIOA Title lll and Title IV data, new data sources to

track and measure noreducational credentials

State Educational Attainment Goal

In 2015, the Minnesota Legislature set in statute the goal of 70 percent or more of Minnesota
residents ages 25 to 44 to hold a postsecondary degree or certificate by 2025. This law
emphasized the importance of achieving comparabletainment rates across all race and
ethnicity groups. OHE is tasked with reporting on progress towards this goal annually, with
progress reports by race and ethnicity groups.

DEED serves as a key stakeholder in this effort to increase educational attaimméevels

because of our role in administering workforce training programs for adults and youth with

barriers to entry, particularly those from communities of color. Approximately 37 percent of

CareerForce customers do not have education beyond a high sohdiploma or GED. Providing

customers access to education and training opportunitieg including information on the
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attainment goal.

Transparency of Education al Outcomes

In 2015, the Minnesota Legislature also set in statute the higher education reporting
requirements for institutions that participate in state financial aid programs administered by
OHE. These requirements included enrollment and graduation datéinancial aid information;
cumulative debt of graduates by race and ethnicity, gender, and income; persistence and
completion; and employment and wage outcomes.

DEED remains a key partner with OHE in this push towards transparency of educational
outcomes Data on institutionrlevel employment and wage outcomes by program of study (i.e.
major) are produced by DEED and displayed in the Graduate Employment Outcomes
(https://Imn/gov/deed/geo ) tool, a product of the Labomarket Information Office.

F. PARTNER ENGAGEMENT WITH OTHER EDUCATION AND TRAINING PROVIDERS

F. PARTNER ENGAGEMENT WITH OTHER EDUCATION AND TRAINING PROVIDERS.
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ELIGIBLE TRAINING PROVIDER LIST, AS PARTNERS IN THE WORKFORCE DEVELOPMENT
SYSTEM TO CREATE A JaGBRIVEN EDUCATION AND TRAINING SYSTEM.

By design, the GWDB represents members from not only public postsecondary imstions but
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representatives (K-12 Superintendent and secondary/postsecondary vocational education) to

be inclusive and ensure engagement.

The GWDB has a standing Options Committee representing members of the board from
education, labor, and communitybased organizations to serve as the liaison and voice for these
stakeholders. The Operations Committee is responsible for the oversight, review, evaluation,
and approval of the education and training provider list. The Operations Committee also
ensures the accessibility of the ETPL, and reviews the first draft of the WIOA State Plan and
Annual Report before they are sent to the full GWDB

MAWAB, representing the 16 localvorkforce development areas, holds Operations Committee
meetings monthly for discussion, presentations, and opportunity sharing. These meetings
provide an open forum to specifically address services to meet the education and training needs
of individuals. MAWB has established committees to address service delivery, business services,
equity, and legislative agendas. The committees also ensure alignment and transparency. Staff
from DEED and GWDB attend most of these monthly meetings to provide updates and
opportunities for state staff and local board staff to communicate regularly, while other core
program partners also attend these monthly meetings at times.

All education and training providers are essential to providing a skilled workforce to meet the
needsof employers. The goals and strategies for a Career Pathway system do not make a
distinction in this area and apply to other education and training providers. Based on regional
industry needs and the selected career pathway occupations, all related proeics will be
engaged. Additionally, these institutions may participate in the eligible training provider listing
service if they meet the criteria.

G. LEVERAGING RESOURCES TO INCREASE EDUCATIONAL ACCESS
G. LEVERAGING RESOURCES TO INCREASE EDUCATIONAL ACCESS
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FEDERAL, STATE, AND LOCAL INVESTMENTS THAT HAVE ENHANCED ACCESS TO

WORKFORCE DEVELOPMENT PROGRAMS AT THE ABOVE INSTITUTIONS, DESCRIBED IN
SECTION (E).

Minnesota has several inititives underway that leverage multiple resources across programs

AT A PAOOT AOOG8 -ET1AOI OABO &AOGO42!# DPOI COAI AT Ah
funding from federal, state, philanthropic, and local investments from DEED, Adult Basic

Education, DHSMinnesota State, and philanthropic funders. These programs align and leverage
customized training programs and academic programming at Minnesota State community
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sectors including agriculture, health care, IT, manufacturing, energy, and engineering are a

referral network to workforce and the private sector and align resources to best serve

individuals who may already be ceenrolled in a federal or state funded pogram. DEED and DLI

are state agency partners in a DOL apprenticeship funded initiative that aligns and leverages

resources within higher education and other workforce programs. DEED and DHS coordinate
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and leverage resources to better serve SNAP E & Tipments through career pathways models
which build on career pathways opportunities within postsecondary.
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in 2018 during the revision of the last WIOA State Plama corresponding local and regional
updates. Each of the six regional plans identified key industry sectors and helped lay the
groundwork for ongoing employer-led sector partnerships. These partnerships vary greatly
across sectors and regions but they argtal in developing local and regional workforce
strategies that are actually backed by industry leaders. For regieencompassing plans to be
successful, the outcome of this work is also dependent on bringing together stakeholders from
workforce developmernt, education, economic development, philanthropic communities, and
leaders from the private sector to become invested in the career pathways model and the local
or regional implementation of such models.

The Minnesota Job Skills Partnership (MJSP) progrgmovides state funding for lowwage
workers and the incumbent workforce in key industry sectors. This funding is awarded to
training and education providers. Program eligible individuals are ceenrolled in multiple
programs to ensure successful outcomes fekill development and meaningful employment.

In 2017, the Minnesota State Legislature established funding for five Greater Minnesota Rural
Career Counseling Coordinators, RC3, over two years. The RC3s provide a connection to
businesses, secondary and higr education, and other workforce stakeholders. They provide
services to job seekers through better coordination and access to resources. The impact of their
efforts is reported to the Minnesota Legislature which includes their outcomes on the value of
sector strategies, work-based learning opportunities, and how career pathways models are
implemented in the region.

Early indicators of their impact is evident throughout the organizing and development of the six
regional plans. These coordinators were abl® prioritize the development and building the
regional relationships. This work included bringing together key stakeholders in the regions to
begin to develop strategies to focus on the six elements in this plan. This work continues to be
focused on thefirst three elements in this plan? business and community engagement and
customer-focused design. The outcomes of their efforts will provide a perspective on the
successes of career pathways models to assist the state board, state agencies and local board
with understanding what the access issues are and how coordination could be improve. This
effort focuses on greater Minnesota and is being overseen by the local workforce development
boards.

The Minnesota Youth Program (MYP) provides shoterm, contextualized and individualized
training services for atrisk youth, ages 14 to 24. Coordinated at the local level by the Workforce
Development Boards/Youth Committees, MYP eligibility criteria is more flexible (inclusive) than
the WIOA Youth Program. MYP serves extremely disadvantaged group of young men and
women: participants have multiple challenges such as substance abuse, criminal records, mental
health issues, and cognitive learning limitations, in addition to being poor. The Higher Education
Career Advsors Pilot Project (HECAP) funded by the Minnesota State Legislature provides
funding to focus on assistance to high schools through career exploration and helps students see
connections between their education and future careers. HECAP builds on the warklocal
workforce development boards by using labor market information data and the connections to
careers in demand industry sectors.

The eligible training provider list is another component to increasing access through better
informed choice by job seekrs. The ETPL provides job seekers and counselors with the
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information they need to make wise investments in training. The performance outcomes mirror
the core WIOA Title | performance metrics: employment (second quarter after exit),
employment retention (fourth quarter after exit), median earnings (second quarter after exit),
credential attainment, measurable skills gain and effectiveness in serving employers.

H. IMPROVING ACCESS TO POSTSECONDARY CREDENTIALS
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STRATEGIES WILL IMPROVE ACCESS TO ACTIVITIES LEADING TO RECOGNIZED
POSTSECONDARY CREDENTIALS, INCLUDING REGISTERED APPRENTICESHIP

CERTIFICATES. THIS INCLUDES CREDENTIALS THAT AREUSDRY-RECOGNIZED

CERTIFICATES, LICENSES OR CERTIFICATIONS, AND THAT ARE PORTABLE AND

STACKABLE.
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expanding registered apprenticeships in Minnesota. DEED is collabonag with the Department

of Labor and Industry to align workforce needs along with other statewide workforce partners.

DLI is the lead state agency in developing apprenticeships in ndraditional industry sectors in

partnership with the core partners in this plan. In addition, DLI is also the lead agency in

identifying and establishing apprenticeships that may lead to registered apprenticeships.
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non-traditional sectors.

The Minnesota PIPELINE (Private Investment, Public Education, Labor and Industry

Experience) Project was established by the Minnesota Legislature in 2014 to expand dual

training in Minnesota. In 2015, additional legislation was passed to create a griaprogram to

help employers develop dualtraining programs. Dual training is work-based career

development training. Registered apprenticeship is a nationally recognized and staggproved

type of duaktraining overseen by DLI. Duatraining has three conponents: employment in a

dual? training occupation; structured on-the-job training of occupation-specific competencies;

and related instruction in industry-sector technical competencies.

The development of industryrecognized competency standards is a commponent of the
PIPELINE Project. The Legislature required DLI to develop competency standards in the
following four industries: advanced manufacturing, agriculture, health care services, and
information technology. DLI assists groups of industrytechnical experts to develop
occupational competency standards for the PIPELINE Industry Council identified occupations.
Competency Councils review and validate the foundational competencies for each occupation
including personal effectiveness, academic, workplaand industry-wide competencies using
modified versions of the U.S. DOL occupational competency pyramids. Using their technical
expertise, the members of the competency council identify Industry Sector Technical
Competencies for each occupation. These comtgncies are typically those that will be provided
during the related instruction component of duattraining.

Competency council members identify the occupatiospecific competencies for each
occupation. These competencies are typically gained during theéhe-job training component

of duak training. A critical component in the development of industry valued competency
standards is to acknowledge that each individual employer will also provide employespecific
training to its employees. Each of the PIPENE occupational competency standards templates
(above, right) includes space for individual employers to reflect their own training needs as part
of a broader industry-based duattraining program. All of the competencies developed by the
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competency councit are validated and used to develop baseline occupational competency
standards templates.

More than 552 industry leaders are engaged in the PIPELINE Project at this time. Occupational
competency standards are developed and validated for 22 occupations, inding at least three
occupations for each industry. There have been 346 dual training participants in the pipeline
project. DLI is responsible for the oversight and reporting of the outcomes to the Minnesota
Legislature. Employers, including duatraining grantees, are receiving technical assistance in
the creation of new dualtraining programs and registered apprenticeship programs. DLI has
created a duadtraining tool -kit available on its website at www.dli.mn.gov/pipeline.asp. Each
industry council hasbegun the development of an outreach, exposure and awareness plan to
promote dual-training to workers and students.

In early program year of 2015, Minnesota received $5.75 million to support dislocated workers

through the job-driven national Dislocated Woker grant program. A component of this grant is

to award academic credit ancd in many case® credentials for completion of onthe-job,

work -based, and apprenticeship training. DEED also received a $5 million grant to serve 1000

apprentices. This funding srves as seed money. The employers bear the primary costs of

training and salaries for apprentices. Further, Minnesota is looking for ways to award academic
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only those training programs that result directly in an industry-recognized credential narrows

the scope of training programs and ensures that participants receive training valued by

employers.

Non-profits and community-based organizations that partner with DEP to support job seekers
continue to design shortterm credentialed training opportunities. Because training is less time
intense, more job seekers are likely to complete the training. These workforce system partners
have worked diligently with industry credentialing groups and academic institutions to ensure
their shorter-term training results in portable, transferable, recognized credentials.

A major priority of the GWDB Career Pathways Partnership in 2020 will be to assist in helping

develop standards, gidelines, or other recommendations related to increased development and

expansion of industry recognized credentials. Additionally, the State of Minnesota was recently

awarded the Educate for Opportunity grant through the National Governors Association dn

Strada to help with the development of an expanded credentialing system. Staff from the
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Management and Budget, and the MN Department of Labor and Industry aredirticipating in

the work of this grant and related credentialing efforts.

I. COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES

I. COORDINATING WITH ECONOMIC DEVELOPMENT STRATEGIES. DESCRIBE HOW THE
ACTIVITIES IDENTIFIED IN (A) WILL BE COORDINATED WITH ECONOMIC DEVELOPMENT
ENTITIES, STRATEGIES AND ACTIVITIES IN THE STATE.
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initiatives, including business finance programs, business expansion incentive programs, export

and trade promotion, and a variety of edcation and technical services for small businesses.
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and solutions to businesses locating or expanding in Minnesota. Theses representatives work
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directly with busin ess and identify and connect available resources including workforce
solutions. These representatives work directly with DEED staff located in the CareerForce
locations to identify potential resources to meet the employer needs. By state law all economic
development projects funded by state resources must coordinate with a CareerForce location to
post any new or vacant positions. The Minnesota Trade Office in addition to the business
development representatives have expertise in key industry sectors. Theadt understands the
needs of these industries and markets specifically to attract and retain these businesses. The
business development representatives serve as a liaison to support regional initiatives and
strategies critical to their regional economies.

The Minnesota Jobs Skills Partnership (MJSP) program administered by DEED works
strategically with businesses and educational institutions to train or retrain workers, expand
work opportunities, and keep highe quality jobs in the state. The MJSP Board alkas statutory
authority over the state and federal Dislocated Worker Program (DWP), which provides
training and services to laidoff Minnesota workers who meet specific eligibility requirements.

By state law, DEED is responsible for supporting the GWDB.er@WDB works in alignment with
the MJSP board. Four of the GWDB members also serve on the MJSP board to ensure that we are
meeting our goals and avoiding duplication in programming or investments.

In addition, the GWDB and DEED senior leaders meet regulatb discuss workforce challenges
for Minnesota businesses and identify new opportunities to help companies. The Workforce
Housing Development Program is an outgrowth of that collaboration. The program targets the
lack of affordable housing in Greater Minesota, which makes it difficult for businesses to
attract the workers they need.

Many of DEED statdunded business financing programs address the common vision of
workforce development of providing Minnesotans with meaningful employment at family
sustaining wages.

1 Minnesota Job Creation Fund ? This program encourages capital investment and
high-wage job creation in key industries throughout the state. The program provides
financial benefits to expanding business that spend at least $500,000 in real propgrt
improvements with one year, create at least 10 new fullime positions that meet
compensation requirements within two years, and possess expansion outside the state.
In SFY 2015, $11.65 million in state dollars were awarded, with 1,620 projected jobs
created. All financing is performancebased and provided as business meet capital
investment and job creation thresholds.

1 Minnesota Investment Fund % This program provides financing that creates and
retains high? quality jobs, with a focus on industrial, manudcturing, and technology
related industries, to increase the local and state tax base and improve economic vitality
for all Minnesota citizens.

1 Grants are awarded to local units of government who provide loans to assist new and
expanding businesses. Citiegounties, townships and recognized Indian tribal
government are eligible. All projects must meet minimum criteria for private
investment, number of jobs created or retained, and waged paid. In SFY 2015, $7.9
million in state dollars were awarded, with anestimated 1,106 jobs created or retained.
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Several statefunded business financing programs directly target communities of color in
Minnesota:

1 Minnesota Angel Tax Credit Program 2 Minnesota's Angel Tax Credit provides a 25
percent credit to investors orinvestment funds that make equity investments in startup
companies focused on high technology, new proprietary technology, or a new

proprietary product, process or service in specified fields. In 2019, $5 of the total of $10

million in funding is reserved for people of color, indigenous and women owned &
managed businesses, and businesses located in Greater Minnesota

9 Launch Minnesota Launch Minnesota Innovation Grants are targeted to the most
promising innovative scalable technology businesses in Minnesotéhe goal is to help
reduce the risk for Minnesota technology startups and entrepreneurs, who are solving
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open for three types of Innovation Grants. Startups located inr€@ter Minnesota, as well
as businesses owned by women, veterans, or people of color are given increased
consideration.

I Minnesota Indian Business Loan Program 2 This program supports the
development of Indianowned and-operated businesses and promotes ec@mic
opportunities for Native American people throughout Minnesota. Eligible applicants
must be enrolled members of a federally recognized Minnesotaased band or tribe.
Each band or tribe is allocated funds from the program based on the number of enralle

members. DEED administers the program and services the loans, while the appropriate

tribal council approves loan applications. In SFY 2019, 2 projects were approved, with
$85,766 in loan amounts. .

1 Minnesota Emerging Entrepreneur Loan Program 2 This program supports the
growth of businesses owned and operated bgeople of color or indigenous people, low
income persons, women, veterans and/or persons with disabilities. DEED provides
grant funds to a retwork of nonprofit lenders which use these funds for loans to startp
and expanding businesses throughout the state. The program has additional goals of
providing jobs for people of color, indigenous people and/or lowincome persons,
creating and strenghening business enterprises owned bypeople of color or indigenous
people, and promoting economic development in lowncome areas. In SFY 2019, 47
projects were approved with $1.16M in loans granted.

The nine Regional Development Commissions (RDC) in Mirssga were established to provide
technical assistance to the local units of government in their region. While RDCs perform a
variety of unique services based on the needs of their region they intentionally align and
collaborate with stakeholders in the wokforce system and often serve as local workforce
development board members.

Through the establishment of the six workforce development regions and approval of six
regional plans, the coordination and alignment is also heightened. The six elements in thlam
in particular, the first three identify the opportunity and the need for local and regional
economic development organizations to be aligned and integrated into the reginal workforce
development plans. Regional economies are dependent on a future $d workforce and
strategies that develop the skills and training needed for industry to thrive. The coordination
and leadership from economic development is evident in the regional governance structures
and their participation in these plans.

Page84

/



The six workforce development regions, and their corresponding regional plans that are
modeled after the WIOA State Plan, helps the coordination and alignment of programs and
efforts between the state and regional levels. Local and regional workforce development board
structures include members representing professional economic development, which helps
ensure alignment between economic and workforce development. Additionally, leadership at
DEED under the new administration has begun making structural changes to bettglign
workforce and economic development, some of which remains to be determined.

B. STATE OPERATING SYSTEMS AND POLICIES
Content deleted per federal reviewer.

1. THE STATE OPERATING SYSTEMS THAT WILL SUPPORT THE IMPLEMENTATION OF THE
34! 4%063 34 ZHISIMEST I BDE A DESCRIPTIONR OF

A. STATE OPERATING SYSTEMS THAT SUPPORT COORDINATED IMPLEMENTATION OF
STATE STRATEGIES (E.G., LABOR MARKET INFORMATION SYSTEMS, DATA SYSTEMS,
COMMUNICATION SYSTEMS, CASBANAGEMENT SYSTEMS, JOB BANKS, ETC.).

DEED houss several data systems that work together to advance the statewide strategy, by
providing necessary information to make data driven decisions, monitor and track our
interactions with employer and job-seeking customers, and to communicate effectively with
external audiences.

Labor Market Information
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Key economic indicators

Employment projections

1
1
1 Job vacancy data
1 Regional and statewide industry and workforce analysis
1

Information and tools to help individuals make informed career decisions

Key customers include businesses, job seekers, students, economic developers, education and
training planners, workforce development professionals, policymakers, researchers and
economists, government entities, media, and the general public.

For job seekers and career counselors specifically, the office has developed web tools that
combine a range 6data relevant to career decisiormaking:

1 The My Goals and Experience feature on CareerForceMN.com provides a wide range of
occupational information, including wages, current and future demand, education and
training resources, and job opportunities. ltalso provides the Eligible Training Provider
listings, including WIO/ certified trainings.

1 The Regional and industry pages on CareerForceMN.com provide easier access to local
and regional employment information. Regional pages provide local wage, demanddan
I OEAO ET &I Oi AGETT A& 0 AAAE 1 £ - E-elatdddbgdAS6 O OE
and news content specific to each region.
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1 The Graduate Employment Outcomes tool amn.gov/deed shows how many Minnesota
collegegraduates found jobs and at what wages. Outcomes are available at an institution
and program of study level.

9 The Cost of Living tool ormn.gov/deed provides a yearly estimate of the basit needs

cost of living in Minnesda by county, region, and statewide. The tool can be customized

by family size and number of workers.
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data and information requests per year. A team of six regionkbor market analysts, stationed
within Local Workforce Development Areas, give hundreds of public presentations every year
on economic conditions, workforce issues and key industries to key internal and external
stakeholders. They also provide analyticaand grantwriting support on demographic and labor
force topics, and customized support to organizations involved in regional planning.

To leverage existing career information tool® and to meet the requirements of WIOA to
maintain and publish lists of eligible training providers and programs» DEED built an
integrated Eligible Training Provider List (ETPL) database and an online CareendiEducation
Explorer tool, which launched in 2016.

The ETPL Training Provider Portal is a secure database and data entry portal to house and
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requirements for listing in Minnesota and it allows trainers to manageheir own program

listings. By policy, training providers will be required to validate the accuracy of their program

data every two-years.

The Career and Education Explorer web tool allow the public to search for educational
opportunities in Minnesota, including those that result in an industryrecognized credential.
Enhanced labor market data is provided to allow users to explore occupations and to find
related training opportunities.

Customer Data Systems
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employers fill job vacancies. The MinnesotaWorks.net system collects data on employer and job

seeker account characteristics, demographics, numbers of job openings and resumes, and web

analytics. The data helps sibetter understand the needs of job seekers, businesses and

industries and to guide the direction and focus of future outreach activities, developments and
OOOAOACEAOG8 4EEO AAOA EO Al 01 EAI PETI C COEAA Agbi
system to be more mobilefriendly, accessible and secure. The MinnesotaWorks.net website was

launched in 2007 and there have been significant advancements in technology in the

intervening years. One option being explored is the integration of labor exchangedneporting

functionality within the new DEED managed website, CareerForceMN.com. CareerForceMN.com

was built thanks to funding provided by a federal Workforce Innovation Fund grant awarded in

2015.

The MinnesotaWorks.net quantitative performance data helpto inform the work of Workforce
Strategy Consultants and other CareerForce staff, as well as Local Workforce Development Area
leadership..

MinnesotaWorks.net is used by job seekers to register for services, by local CareerForce staff to
create workshop Istings for registration and track workshop attendance and other reportable
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customers services they have provided, and by management to create and analyze activity
reports.

Customers using computers in CareerForce location log in to MinnesotaWorks.net, ani
captures volume and activity patterns in the Career Labs.

MinnesotaWorks.net is currently the sole source of this information that is needed to generate
the federal Wagner Peyser reports, gather data needed for cost allocation plans, and many
other internal planning and performance activities. For instance, data on usage rates and
customer characteristics are used to more effectively and efficiently plan for and provide
appropriate customer service and connection to resources.

Customer Case ManagementData System

Workforce One (WF1) is a wekbased case management application used by 2,000 state, city,

county, and nonprofit employees to track services to more than 100,000 customers across
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Offices. WF1 was created through a partnership of two Minnesota state agencieghe DHS and

the DEED. State and federaljunded workforce training programs? including WIOA Adult,

Dislocated Worker and Youtle track program participants in WF1.

Tracking customer services for participants in all employment and training programs in a single

system helps to ensure consistency in service delivery and data collection. Case managers are

able to view enrollments and services in some pragms outside of those they work on, allowing

them to target resources where customers need them most. Providers are able to closely
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the best outcome. Meeting federadnd state employment and training reporting requirements is

more efficient and less expensive because of standardized data collection and reporting within

WF1.

For its business customers, DEED leverages Salesforce. The use astlaf SalesForce is shared

by both internal users (Workforce Strategy Consultants, Veterans employment representatives,
$%%$80 AATTT I EA AAOCAT T PIi AT O POT COAI 6Oh OEA -ETTAC
Rapid Response team) and some external users.

Salesforce allows these organizations to collaborate on business visits, to share information, and

communicate to reduce duplication of services. Salesforce provides customized reports on
business needs and services.

Communications Systems

DEED makes aoncerted effort to communicate job and training opportunities to job seekers

through GovDelivery, our email marketing tool. Enhanced communications with employers and
AOOOI 1T AOO EO OODPDPT OOAA AU $%%$360 #1101 01 EAAGEITO
In the last year, we have added0,000 new subscribers to this email tool, with the total number

of subscribers currently at 451,200 most of those job seekers. And, in the last year, we sent a

total of 1,867 bulletins to 73 different job seekers lists, broken down by geographical aage
resulting in 27,027,220 potential bulletin views.
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B. DATA-COLLECTION AND REPORTING PROCESSES USED FOR ALL PROGRAMS AND
ACTIVITIES, INCLUDING THOSE PRESENT IN GNEOP CENTERS.
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to better address some of the most critical policy challenges. State law requires DEED to report
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Programs include those administered by Local Workfore Development Areas, awarded by a

competitive grant process, and direct appropriations to nongovernmental organizations.

DEED must report the total number of people served in programs, the number who received

training, the number who completed trainingand earned a credential, the number who found

employment, and the average wages earned. This workforce program report card provides

uniformly defined measures, allowing outcomes to be viewed and compared across different

program models and by additional W AOO 1T £ AEOACCOACAOEIT T h ET AI OAEI
level, race, gender and geography. The report card is available online and is updated quarterly

at https://mn.gov/deed/performance.

DEED goes beyond the legislatively required demographic characeistics and identifying the
percentage of program participants served who have a disability, are homeless at enrollment, as
immigrants or refugees, and have a criminal record, among others characteristics. This shows
the wide range of statefunded programs z as well as the WIOA Title | Adult and Dislocated
Worker programs z which serve adults with barriers to employment. This ensures continued
movement towards consistent and transparent performance tracking across the entire

workforce development and training system, regardless of funding source.

State law also requires a workforce program net impact analysis to include the impact of
workforce services on individual employment, earnings and public benefit usage outcomes and
a costbenefit analysis for undestanding the monetary impacts of workforce services from the
participant and taxpayer points of view. A pilot report was conducted in 2015 and found that
WIA Adult and Dislocated Worker (both federaland statefunded) programs were responsible
for large net impacts on annual earnings and employment likelihood during the two periods
(2007-2008 and 20092010) examined. The 2017 analysis expanded the outcomes of previous
cohorts and added adult career pathway programmingWe also found that the monetary
benefits outweigh the costs. This is true when taking into account not just the cost of the
programs themselves, but the cost of increased public benefit usage among participants and the
benefit of increased tax revenue when participants see a higher income a result of
participation.

Interestingly, the 2017 report also illustrated strong business cycle effects in program

outcomes. One theory that could explain this would be that employers view workforce program

participants more favorably during periods ofeconomic downturns when unemployment is

high and less favorably when the economy is good. Under this theory, enrolling in a workforce

development program during economic downturns may introduce a signaling biasor extra

motivation to find a job z while enrolling during strong economic times may signal some barrier

to employment. DEED tested this theory in a survey of employers asking them to consider

hypothetical economic conditions and their willingness to hire program patrticipations.

The next iteratiol T £ OEA OADI OO0 xEI 1l AZEOOOEAO AGPAT A AT Al (
focused grant programs. This report is due to the Minnesota Legislature in January 2021.
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Overall, data confirms racial and occupational employment disparities exist among part@ants

in workforce development programs administered by DEED and targeted to loimcome and
recently laid-off adults. This is particularly true among participants confronting such common
barriers to employment as low educational attainment, criminal backgsund, limited work
experience, and limited English skills. While we can make tangible progress in serving people of
color more intentionally and engaging with employers around how to successfully employ
individuals with barriers, we must also find performance solutions to serving participants with
barriers.

How services and referrals are made for programs within a compliant OSO and for
programs not housed in a CareerForce Location. Specifically how Adult Education and
VRS referrals work.

Under the CareerForcereA OAT AET ¢ xA OAET &£ OAAA OEA EAAAO

[ =

OxAOi EAT AT ££0806 ' O A OAOOI O xA EAOA AAOAT T PAA (

who comes into a CareerForce/One Stop/AJC receives a welcoming greetingpfeed by an
assessment of their needs. The CareerForce team will do everything they can to deliver those
needs, however, if a referral is needed we will do a warm handoff. We define a warm handoff as
one that will be lead by the CareerForce staff.

For example, if the referral is to ABE, which is not usually osite, the staff will offer to reach out

O "% 11 OEA AOOOT I AO6O AAEAI £ AT A AOE OEAO
facilitating an introduction to the off-site partner. Of course, tts would be in addition to

providing the contact information to the customer which we see as the bare minimum for a

referral.

The Minnesota Department of Education prioritizes and measures program quality through
accountability expectations and activities hat focus on both compliance and best practice
according to research and experience. The expectations and activities include:

1. The state ABE Management Information System (MIS) data:ET T AOT OA6 O - ) 3
both program quality and program compliance withstate and federal expectations. In
addition to required reports, local providers can use the state MIS to analyze student
persistence, program outcomes, and other measures at the consortium, site, class and
student level.

2. A state AEFLA grantee report cardThe report card notes actual performance and ranks
providers by key program data measures, including measurable skill gain by population,
cost of programming per individual served, intensity of service provided, and
percentage of population served.

3. A program improvement process: Programs will be identified for review based on
rankings in the state AEFLA report card and will undergo a comprehensive review and
monitored implementation of a program improvement plan that requires local
providers to completesite visits, workshop activities, reports, and plans to strengthen
program performance and quality.(For more information on Program Improvement, see
the response to (D) above.)

4. Intensive program application cycle: On a fiveyear basis, ABE providers areequired to
complete an indepth application as a method to adhere to state statute governing local
ABE programs.|In this intensive application, local providers describe their:

a. Consortium,
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b. Program accountability procedures,

c. Professional development prigities and activities,

d. Proposed programming,

e. Local program governance,

f. Program collaboration with key stakeholders and partners,
g. Technology resources and integration,

h. Future plans, and

i. Performance.

These indepth applications are reviewed and scored by team of state staff from the Minnesota
Department of Education and local AEFLA providers.

1.

Local program monitoring site visits: All grantees are subject to monitoring site visits
that focus on policy compliance and program quality through multiple methods

a. Providers with low performance participate in site visits through the program
improvement process;

b. All AEFLA grantees receive site visits on a rotating basis, at least once every five
years, when the program participates in indepth application process to
continue receiving state ABE funding to comply with state statute;

c. Monitoring visits based on perialic desk review of provider data;

d. Local ABE providers that participate in state initiatives and/or receive special
grants through state or federal funding typically receive site visits as part of
their participation; and

e. Local providers request special telanical assistance site visits as they face issues.

In addition, Vocational Rehabilitation Services uses an internal Reports Portal to disseminate
production and performance outcomes by team and region as well as statewide. These reports
are linked to our aase management system, Workforce One, which is shared with Title | and
state funded programs. In addition, caseload management and data quality review reports are
built into Workforce One and used by counselors, technicians and rehabilitation area managers

In 2019, representatives from Adult Basic Education, Title | Youth, Adult and Dislocated Worker,
Title IV VRS General and SSB and Title lll Wagner Peyser patrticipated in a national ETA cohort
group around maximizing the use of WIOA performance data. Thigoup drafted an action plan
for Minnesota which includes the following activities:

T

)l
)l
)l

Present all WIOA Titles Performance in the WIOA Annual Report Narrative
Create a space for performance data information sharing
Present WIOA performance data in a more integrated way to the public/stakeholders

Create opportunities for local areas and locations to view and utilize their specific
performance data
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As always, thdntent is that we make working with our system as simple and easy as possible
without passing on the frustrations that accompany a system as complex as ours, to the
customer.

C8 4(% 341 4% 0/ ,)#) %3 4('4 7),, 3500/24 4(% ) -
STRATE@S (E.G., GENROLLMENT POLICIES AND UNIVERSAL INTAKE PROCESSES WHERE
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DELIVERY SYSTEM
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DELIVERY SYSTEM.

Under the Workforce Investment Act, DEED operated as the lead on writing, soliciting feedback,
publishing, and enforcing policies. Under the Workforce Innovation and Opportunity Act, DEED
will still perform many of these duties, but will engage partner state agencies to ensure
continuity and shared awareness. The GWDB will provide higlevel consultation on new draft
policies that touch multiple core programs.

DEED plans to publish policies that address crossgency program ceenrollment. In practice,

iTO00 AT OA POI COAI O OOGA 71 OEAI OAA 1T Ah OEA OOAOAGS
encourage ceenrollment across programs. The allowable cenrollment in this system serves as
-ETTAOT OA80O DI 1 EA Uep topuilish fordad duidadice oriprogram®d 1 1 1 x

enrollment. Currently there is coenrollment activity between several federal programs with

state programs. A prime example of how eenrollment is considered involves dislocated

workers. Depending upon the scenario, a disloted worker may have options for federal and

state dislocated worker support, such as a TAA grant, depending upon the type and category of

lay-off that has occurred.

Universal intake processes have some layers in Minnesota. While all individuals who accjeds

OAREAO OOPDPI OO OAOOEAAO OEA #AOAAO&T OAA AT A OEOI
MinnesotaWorks.net) are accessing programs funded through Wagné@reyser, many of them

seek deeper services with counselors that require program enroliment. In those aas the

majority of WIOA enrolled customers were also WagnePeyser customers, but the opposite is

not true. Service providers in Minnesota will continue to work to make the program enrollment

process as seamless as possible to the customer.

Minnesota fulfills its obligation to provide guidance on infrastructure cost allocation procedures
to be reflected within the memorandums of understanding through an existing policy put in
place in 2018. Also, DEED is currently facilitating discussion on a new IFA pgland procedure
that will streamline and simplify the process for the onestop system and all of its required
partners.

Minnesota adheres to all current rules and regulations pertaining to the selection of orstop
operators as dictated by WIOA. Minnesota'onestop system, the "CareerForce" system, has 51
locations. The infrastructure costs as well as the additional costs of operating these locations are
allocated based on the infrastructure funding agreements attached to the memorandums of
understanding in each of Minnesota's 16 local workforce development area.
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Infrastructure Funding Agreements

Summary

An Infrastructure Funding Agreement (IFA) must be submitted at least every 3 years for each

WorkForce Center (WFC) to ensure that all required WFC partneiare equitably contributing to

the costs of the Workforce Center System, as defined in WIOA. The IFA will be included in every

, TAAT 71 OEA&AI OAA $AOGAT T PI AT O ' OAAGO ., 7% q -AiT OA
Relevant Laws, Rules, or Policies

Federal Register/Vol. 66, No. 105

TEGL 1716

2CFR 200

Effective Date
4/1/2018

Last Updated
11/1/2014

Contact

Sean Bibussean.bibus@state.mn.us
Tel 651.259.7576

Fax 651.215.3842

Policy

An IFA must be submitted at least every $ears for each WFC to ensure that all required WFC
partners are equitably contributing to the costs of the WorkForce Center System. The IFA
recognizes the shared resources of key partners delivering workforce development and related
services. Mutual consehand cooperation of all partners is an essential part of the IFA process.

The IFA must be completed and submitted to the Department of Employment and Economic
Development (DEED) for the WFC prior to the expiration date of the current IFA. For example, i
the IFA covers the time period July 1, 2018 June 30, 2021, the IFA needs to be submitted and
fully approved before June 30, 2018. The IFA can be amended if a material change occurs during
the covered period.

If the IFA is not submitted and finalizedn a timely manner as described above, the existing IFA

i AU OAI AET ET DI AAA EI O p NOAOOAO8 )& OEA 11 AAI
Workforce Development Board (GWDB) that an impasse cannot be resolved the State Funding
Mechanism (SFM) replace any operational cost sharing agreement in place at the WFC. The

SFM is described in detail later in this policy.
Background

Workforce Innovation and Opportunity Act (WIOA) law as well as federal Department of Labor

(DOL) and Office of Management arldudget (OMB) guidelines require that all actual and

required partners in a WorkForce Center share benefitting expenses associated with operating

OEA #A1 OAO8 4EEO DIl EAU POl OEAAOG COEAAI ETAOG O1 A
A AT A EBbnipartndr Bceiding equal benefit to the amount of cost of an allocated expense.
-ETTAOT OAGO ) &! PDPITEAU OAAIT CI EUAOG OEA POET AEDPI AC
required WIOA titles, with different principles for co-located and norco-located required

partners. This policy details the approach and process for both scenarios. WIOA requires the
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following programs to contribute to infrastructure costs of the WorkForce Center system,
regardless of location:

1

=A =/ =4 =4 =4

=A =/ =4 =4 -4 -4 -4 -4 -4 -4 -9

WIOA Title I- Adult, Dislocated Woker, Youth and YouthBuild

WIOA Title 11z Adult Education and Family Literacy

WIOA Title 11l z Wagner-Peyser

WIOA Title IVz Vocational Rehabilitation Services/State Services for the Blind
National Farmworker Jobs Program

OAA, (Older Americans Act) Title ¥ SCSEP (Senior Community Service Employment
Program)

Temporary Assistance for Needy Families
Supplemental Nutrition Assistance Program E&T
Career & Technical Education Programs (postecondary)
Trade Adjustment Assistance

Jobs for Veterans State Grants

Second Chance Act Grants

Community Services Block Grant E&T

Housing & Urban Development E&T

Unemployment Compensation

Job Corps **

Native American Programs (contribution is optional for Native American Programs.
Additionally, they must be part of the MOU, but their participation in the IFA is optional)

LOCAL FUNDING MECHANISM

Co-Located Partners Procedure for Completing IFAs

WorkForce Center partners are required to follow this procedure in completing and submitting
their IFAs:

1.

DEED will prefill the IFA with Workforce One (WF1), Resource Room Customer
2ACEOOOAOQEIT $AOAh AT A OEA DPOAOEIT @édIFA&! 8 O
will be sent to local partners no later than the first week of March priortothg¢ &! 6 O
effective program year date.

Local partners will complete, obtain all necessary local signatures on the IFA, and send

the IFA either electronically or physically to DEED no later than the last week of May
DOET O O OEA )&!' 80 tAEEAAOEOA POI COAI UAAO
DEED will obtain necessary central DEED signatures on the IFAs prior to its effective

date. If central DEED authorities disagree with any aspect of an IFA and refuse to sign it,
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DEED will notify local partners of this no later than one week after theé=IA has been
submitted to DEED in order to allow adequate time for an agreement to be reached.

DEED will keep central records of all IFAs.

Methodology Summary

Table 1 summarizes the categories ofthe IFA and the methodologies that will be used to alleca
costs. Bulleteditems indicate local discretion for selecting the methodology that mostaccurately
reflects proportional benefit for the use of the item. Percentageitems indicate universal

methodology for all WFCs.

TABLE 1: Methodologies for Allocating Costs

Cost Being Usage |FTEs WF1 |Resource Total FTE
Allocated DedicatedLogs/ data |Area Data Dedicated [Usage
Space  |Metering and Sharecand/or
Space Location

Dedicated 100%
Space

Shared Space

Common 100%
Space

Reception 50% 50%
Area
Related
Expenses

Resource 100%
Area
Related
Expenses

MN.IT 100%
Internet
Expenses

Shared MN.IT 100%
Phone
Expenses

MN.IT MFD 100%
Expenses
(printers)

All Other
Shared
Expenses
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Cost Being Usage |FTEs WF1 |Resource Total FTE

Allocated DedicatedLogs/ data |Area Data Dedicated Usage
Space  |Metering and Sharecand/or
Space Location
Security
and/or Site 33.33% (1/3) |33.33%/33.33% (1/3)
Management (1/3)
Costs

*Note on MN.IT Internet Expensesas of 7/1/2017 there is a special agreement on the

allocation of these costs that is in effect that utilizes setside funds to subsidize MN.IT Internet

in WFCs. The allocation of resource area computer costs will be evalled annually.

*Note on MN.IT resource area computersas of 7/1/2017 there is a special agreement on the

allocation of these costs that is in effect that utilizes setside funds to fully subsidize the

AT 1 DOOAOCSO 111 OEI U Al O Grea cenphter dobtsd will bdeafubtéd T £ OAOT
annually.

*Note on situations of special space rental not reflected within the IFAf any organization that

is allocated space within an IFA wishes to rent some of their space to any other organization

outside ofthe) &! h OEAU 1T AU AT OI 8 4EA PAOOEAOI AOO 1 £ OE
the IFA as long as the space is accounted for within the IFA and allocated to the organization

responsible for it.

*Note on Security and/or Site Management Costsome WF@® Al 1 1T AAOA O3 EOA - AT Ac
costs. Site Managers take on the business of the facility they are located in and handle things

such as communication with landlords on matters of snow removal, ordering supplies, and/or

keeping usage logs of conference room8pAA OB O1 AAOA8 3T 1 A 7&#0 Al 11
such as the cost of security guards on site. Other security costs that could be allocated according

to the above formula instead of directly to one program could include examples like the

following: a newlock system in the front entrance of the facility; security cameras throughout

the facility; a panic button and announcement system.

Methodologies Described

Dedicated Space.Dedicated space is space that is used exclusively by a WFC partner. Examples
could include office, meeting or storage space. The partner agrees to pay for their dedicated
space 100% of the time, whether occupied or not, within the lease period.

Usage Logs/Metering. Usage logs are records of how space or items were used. Examplaslad
include a sigrrup sheet for shared meeting space. Partners agree to pay their percentage of total
usage for the cost of the item being tracked in this manner.

FTEs. The number of fultime equivalents on site. Staff with office space at multiple sisemay

not be counted as more than one FTE, with fractions totaling one FTE being allocated across the
multiple sites. Vacant or unfilled positions must be included in the FTE count.

Workforce One Data (WF1). Workforce One participant enrollments will be wsed for the
ATTTAAOGETT T&£ vnbp T &£ A 7&#80 OAAADPOET T OAI AGAA
the calendar year to count all active enrollees in WF1 in a WFC to populate the IFA with. DEED

staff provide and prepopulate the IFAs with this daa prior to them being sent to local WFC
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management.

Exemptions z Program exemptions from allocation of reception costs are allowed if the
program can document/attest to the fact that these customers do not receive direct services out
of their assigned (byWF1) WFC. Exemptions must be approved by DEED and included in this
section of the IFA policy. Current exemptions include:

1 Youth participants from Title IB and Title IV

1 MFIP participants receiving services in noANVFC counties

§ Title VIl program of State3 AOOEAAO &£ O OEA "1 ET Ah j33"06006 11
impaired individuals

Resource Area Data, (RAD).2 ! $ AT OT 111 AT 00 xEIi1 AA OOAA m O OE
resource area expenses. DEED staff provide and grepulate the IFAs withthe @ ET O UAA 06 O
RRCRD before the IFAs are sent to local WFC management.

Non-program enrolled customer costs will be covered by Wagnédreyser (WP), WIOA Title 1B
Adult, and Dislocated Worker program providers as indicated in TEGL 186. One of the
following three approaches must be selected:

1. A negotiated approach, where each title agrees to a percentage allocation of the costs;

22017 AITTTAAOQGETT AAOGAA 11 OEA prodied gekitigatts OP A A E £E
within the resource area data section of the IFAexample on the next page);
Example Title I1B- Title IB- | Title lll Z
Adult DW Wagner-Peyser
Resource area data percentages of prograenrolled |10% 5% 5%

participants on IFA

Ratio Calculation (of the total 20% in the example 10%/20% |5%/20% |5%/20%
directly above)

Resulting allocation percentage of the noprogram | 50.00% 25.00% |25.00%
enrolled participants within the resource area data.

3. An equal shares allocation.

When more than one agency serves customers in the same program, the agencies will be
assigned their portion of costs based on Workforce One (WF1) enrollment percentages. If this
becomes an impasse issue for the local board or rises to the State Board for resolution, options
two or three will be chosen.

Total Dedicated and Shared Space. The sum of dedicated and shared space indicated on an
IFA.

FTE Usage and/or Location. Staff PCs that use MN.IT internet are tracked as such on the IFA

and attributed to the organization that uses them. Other PCs that use MN.IT internet are also
tracked onthe IFA and are allocated based on their location, (resource area PCs by resource
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area allocation %, shared space PCs by shared space allocation %). MN.IT phones are tracked in
the same manner. MN.IT MFDs are not indicated on the IFA, but have their cqsitdy a
combination of utilization reports and systemwide agreed methodology.

Reconciliation

On a btannual basis, the WF1, FTE and RAD data for all IFAs will be generated and reviewed for
statistical fluctuations. Data will be shared with local paners. If any allocations deviate more

than 5% during a review, this is considered to be a material change and adjusting reconciliation
payments will be required. If the review identifies material changes during consecutive bi

annual reviews a new IFA musbe completed within 3 months, and will be coordinated by

DEED.

If all local partners agree that a new IFA is not needed or desired, then they can inform DEED of
this decision and the current IFA will stay in effect for another year from the date of ghrequest

for a new IFA and the current IFA will stay in effect for another year. At the end of that year, one
or more partners may again request a new IFA. If all partners agree, the existing IFA may be
retained through the original ending date.

IFA Amendments

y £ A OOAOOAT OEA1 AEAT CAh j xEOE OOOAOOAT OEA1 AEA]
deviation of any allocation percentages within the IFA), as interpreted by local management,

occurs within a WFC local partners can request that the IFA laenended to more accurately

reflect the actual allocation of infrastructure costs in the location. Examples of how this could

happen include but are not limited to: a number of staff either enter or exit the location; the size

of the leased space decreases increases; many computers that use MN.IT internet are

installed at the location.

Non-Co-Located Partners Procedure for Completing IFAs

A non-co-located partner is defined as a partner who does not deliver services on a planned
regular basis at one VdrkForce Center per local area. Nol€o-Located Partners are required to
participate in the costs of at least one WorkForce Center in each local area. Programs that have
multiple providers within a local area are viewed as one program, requiring that only single
contribution be agreed to by the state agency that oversees that program.

Local Boards are encouraged to work with nofto-located partners to assess an appropriate
contribution to the IFA, based on proportionate benefit of the use of the WorkFoe Center
system. These partners should produce some form of documentation to share with the board to
make this determination.

)y £ OEEO AAT 80 AA AAEEAOAAR EO EO OAAT I T AT AAA OE,
proportionate benefit can be assessed badeon the distribution of their program eligible

individuals within each of the local areas and the recognition of total financial contributions
ANOGAT ET C p8ub 1T £ OEA 30A0OA30 O1 OAl AEAAAOAT Al 11T}
Federal fiscal yearfunding for the program. The following table illustrates this process to

establish the required contribution within each local area.
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Federal Title Title's Total Federal Allocation 1.5% IFA Contribution

"X $1,000,000 $15,000

Eligible Program Population by Local Workforce Development Area

#1 #2 #3 #4 #5 #6 #7 #8 #9 #10

20% 3% 15% 10% 15% 10% 10% 5% 10% 2%

$3,000 $450 $2,250 |$1,500 |$2,250 |$1,500 |$1,500 |$750 |[$1,500 |$300

These contributions can be achieved in two wayscash contributions or in-kind contributions.
Cash Contributions

Cash contributions must be documented and included in the IFA. Two examples of cash
contributions are:

9 Cash contributions to thelocal board to support local or reginal plan strategies

9 Cash payments for use/rental of space for the delivery of services

In-Kind Contributions

In-kind contributions can be made in lieu of cash contributions. Examples of these
contributions include:

9 Staf support for WFC or board activities beyond required participation

9 Other services that leverage the expertise of the program or customize the work of the
program

1 Non-cash contributions are comprised of

(i) Expenditures incurred by one-stop partners on behalf of the WorkForce Center system;
and

(i) Non-cash contributions or goods or services contributed by a partner program and used
by the onestop center.

In-kind contributions must be valued consistent with 2CFR 200.306 to ensure they are fairly

AOGAT OAGAA AT A 1T AAO OEA PAOOT AOOGSE DOl PT OOETT AOA ¢
as follows: the value of the donated nowash contribution must be reasonable and the lesser of

fair market value or book value per accounting records; for example, if a desk that is donated is

pm UAAOO T1 A OEA OAIT OA 1T &£ OGEA AT T AOGEIT AAT 60O AA
AAAEOCEIT T Al AgAIiPI A EO EZA A Al rkcApidadsk, thebthé AAA T /£ (
value of that stafftime donation must be what the donated staff time would normally cost the

I OCAT EUAQGEIT xEEAE EO AiTAOETI ¢ OEAEO OOAEA3O OEI
Dispute Resolution

If the partners are not able to reach agreement on an IFA, thecal workforce development

board will convene all partners and attempt to resolve the dispute. If an agreement still cannot
be reached, the local workforce development board must notify DEED and the GWDB that an
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impasse has been reached. DEED and the GWiBreview the process and make a dispute
resolution recommendation. If this is not successful and it has been more than 3 months since
the expiration of the previous IFA, the SFM will take effect for that WFC, taking into
consideration the distribution and allocation of services of all required partners within the local
area.

THE STATE FUNDING MECHANISM (SFM)

Consistent with sec. 121(h)(1)(A)(i)(I1) of WIOA, if the Local WDB, chief elected official, and
one-stop partners in a local area do not reachomsensus agreement on methods of sufficiently
funding the costs of infrastructure of onestop centers for a program year, the State funding
mechanism is applicable to the local area for that program year.

In the State funding mechanism, the Governor, sudgt to limitations, determines onestop
partner contributions after consultation with the chief elected officials, Local WDBs, and the
State WDB. This determination involves:

(1) The application of a budget for onestop infrastructure costs as describedn regulation Sec.

20 CFR 678.735, (all regulation numbers in this section pertain to Sec. 20 CFR), based on either
agreement reached in the local area negotiations or the State WDB formula outlined in
regulation 678.745;

(2) The determination of each localoned 0T B PAOOT AO POI COAI 8O0 -DPOT BT OOE
stop delivery system and relative benefit received, consistent with the Uniform Guidance at 2

CFR part 200, including the Federal cost principles, the partner progri 08 AOOET OEUET C 1
regulations, and other applicable legal requirements described in regulation 678.736; and

(3) The calculation of required statewide program caps on contributions to infrastructure costs
from one-stop partner programs in areas opeating under the State funding mechanism as
described in regulation 678.738.

The Governor is limited to determining the infrastructure cost contributions for some onestop
partner programs under the State funding mechanism in the following situations:

(1) The Governor will not determine the contribution amounts for infrastructure funds for

Native American program grantees described in regulation part 684. The appropriate portion of
funds to be provided by Native American program grantees to pay for orstop infrastructure
must be determined as part of the development of the MOU described in 678.500 and specified
in the MOU.

(2) In States in which the policymaking authority is placed in an entity or official that is
independent of the authority of the Govenor with respect to the funds provided for adult
education and literacy activities authorized under title 1l of WIOA, postsecondary career and
technical education activities authorized under the Carl D. Perkins Career and Technical
Education Act of 2006 pr VR services authorized under title | of the Rehabilitation Act of 1973
(other than sec. 112 or part C), as amended by WIOA title IV, the determination of the amount
each of the applicable partners must contribute to assist in paying the infrastructureosts of
one-stop centers must be made by the official or chief officer of the entity with such authority, in
consultation with the Governor.

Any duty, ability, choice, responsibility, or other action otherwise related to the determination
of infrastructur e costs contributions that is assigned to the Governor in regulation 678.730
through 678.745 also applies to this decisiormaking process performed by the official or chief
officer described in paragraph in paragraph (2) above.

Page99



To initiate the State fundng mechanism, a Local WDB that has not reached consensus on
methods of sufficiently funding local infrastructure through the local funding mechanism as
provided in regulation 678.725 must notify the Governor by the deadline established by the
Governor in the IFA policy.

Once a Local WDB has informed the Governor that no consensus has been reached:

(1) The Local WDB must provide the Governor with local negotiation materials in accordance
with regulation 678.735(a).

(2) The Governor must determine the onestop center budget by either:

(i) Accepting a budget previously agreed upon by partner programs in the local negotiations, in
accordance with regulation 678.735(b)(1); or

(ii) Creating a budget for the onestop center using the State WDB formula (descréa in
regulation 678.745) in accordance with regulation 678.735(b)(3).

(3) The Governor then must establish a cost allocation methodology to determine the ostop

DAOOT AO POIT COAI 08 DPOIT i OOETT AOA OEAOAOG 1T £ ET EOAC
(4)(i) Using the methodology established in this policy, and taking into consideration the factors

concerning individual partner programs listed in regulation 678.737(b)(2), the Governor must
AAOAOI ET A AAAE PAOOT A0OS6O POIT PI OOET T AOA OEAOA 1T E
(i) In accordance with regulation 678.730(c), in some instances, the Governor does not

AAOAOI ETA A PAOOT AO POI COAI 80 DPOI Pi OOETT AOA OEAC
case it must be determined by the entities named under the limitation section of the Apolicy.

(5) The Governor must then calculate the statewide caps on the amounts that partner programs

may be required to contribute toward infrastructure funding, according to the steps found in
regulation 678.738(a)(1) through (4).

(6) The Governor mus ensure that the aggregate total of the infrastructure contributions
according to proportionate share required of all local partner programs in local areas under the
State funding mechanism do not exceed the cap for that particular program. If the totabes not
exceed the cap, the Governor must direct each oiséop partner program to pay the amount
determined toward the infrastructure funding costs of the onestop center. If the total does
exceed the cap, then to determine the amount to direct each oséop program to pay, the
Governor may:

(i) Ascertain whether the local partner or partners whose proportionate shares are calculated

above the individual program caps are willing to voluntarily contribute above the capped

AT 010 01 ANOAT diBnat®shax®brCOAI 60 DPOI b

(i) Choose from the options provided in regulation 678.738(b)(2)(ii), including having the local

area re-enter negotiations to reassess eachor®@ 0T B PAOOT AO8 O DPOI bl OOET 1T AO.
adjustments or identify alternate sources ofunding to make up the difference between the

capped amount and the proportionate share of infrastructure funding of the onstop partner.

(7) If none of the solutions given in paragraphs (b)(6)(i) and (ii) of IFA regulation prove to be

viable, the Govertor must reassess the proportionate shares of each orstop partner so that

the aggregate amount attributable to the local partners for each program is less than that
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partner program to pay the reassessed amount toward the infrastructure funding costs of the
one-stop center.

If a local area has reached agreement as to the infrastructure budget for the esi®p centers in

the local area, it must provide this budget to the Gernor. If, as a result of the agreed upon

infrastructure budget, only the individual programmatic contributions to infrastructure funding

based upon proportionate use of the onatop centers and relative benefit received are at issue,

the GovernormayacA DO OEA AOACAOh A&OI I xEEAE OEA "1 OAOT T
contribution consistent with the cost allocation methodologies contained in the Uniform

Guidance.

The Governor may also take into consideration the extent to which the partners in thedal area
have agreed in determining the proportionate shares, including any agreements reached at the
local level by one or more partners, as well as any other element or product of the negotiating
process provided to the Governor as required by paragrapfa) of this section.

If a local area has not reached agreement as to the infrastructure budget for the estep

centers in the local area, or if the Governor determines that the agreed upon budget does not

adequately meet the needs of the local area does not reasonably work within the confines of

OEA 11T AAl AOAAGO OAOI OOAAO Estop Aidgétiguldndd (Whkhisk EOE OE
required to be issued by WIOA Sec. 121(h)(1)(B) and under regulation 678.705), then in

accordance with regulaton 678.745, the Governor must use the formula developed by the State

WDB based on at least the factors required under regulation 678.745, and any associated

weights to determine the local area budget.

Once the appropriate budget is determined for a I@d area through either method described in
regulation 678.735 (by acceptance of a budget agreed upon in local negotiation or by the
Governor applying the formula in regulation 678.745), the Governor must determine the
appropriate cost allocation methodology to be applied to the onestop partners in such local
area, consistent with the Federal cost principles permitted under 2 CFR part 200, to fund the
infrastructure budget.

The Governor must use the cost allocation methodologyas determined under Sec. 678367

01 AAOAOI ETA AAAE PAOOT AOGO DPOI T OOETT AOA OEAOA
funding mechanism, subject to considering the factors described in paragraph (b)(2) of this

section.
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Governor must take into account the costs of administration of the orgtop delivery system for

purposes not related to onestop centers for each partner (such as ®bs associated with

maintaining the Local WDB or information technology systems), as well as the statutory
OANOGEOAI A1 66 &£ 0O AAAE PAOOI AO POI COAih OEA PAOOI
requirements, and all other applicable legal requirements. ThedBernor may also take into

consideration the extent to which the partners in the local area have agreed in determining the
proportionate shares, including any agreements reached at the local level by one or more

partners, as well as any other materials odocuments of the negotiating process, which must be

provided to the Governor by the Local WDB and described in Sec. 678.735(a).

Determining Caps on Contributions
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(a) The Governor must calculate the statewide cap on the contributions for orstop
infrastructure funding required to be provided by each onestop partner program for those
local areas that have not reached agreement. The cap is the amount determined under
paragraph (a)(4) of this section, which the Governor derives by:

(1) First, determining the amount resulting from applying the percentage for the corresponding
one-stop partner program provided in paragraph (d) of this section to the amount of Federal
funds provided to carry out the onestop partner program in the State for the applicabldiscal
year;

(2) Second, selecting a factor (or factors) that reasonably indicates the use of estep centers

in the State, applying such factor(s) to all local areas in the State, and determining the
percentage of such factor(s) applicable to the tml areas that reached agreement under the local
funding mechanism in the State;

(3) Third, determining the amount resulting from applying the percentage determined in
paragraph (a)(2) of this section to the amount determined under paragraph (a)(1) of ik
section for the onestop partner program; and

(4) Fourth, determining the amount that results from subtracting the amount determined
under paragraph (a)(3) of this section from the amount determined under paragraph (a)(1) of
this section. The outcomd £ OEEO £ET Al AAI AOI ACETT OAOGOI 60

(b)(1) The Governor must ensure that the funds required to be contributed by each partner
program in the local areas in the State under the State funding mechanism, in aggregate, do not
exceed the statewide cap for each program as determined under paragraph (a) of this section.

(2) If the contributions initially determined under Sec. 678.737 would exceed the applicable
cap determined under paragraph (a) of this section, the Governor may

(i) Ascertain if the one-stop partner whose contribution would otherwise exceed the cap
determined under paragraph (a) of this section will voluntarily contribute above the capped

Ai T 01 6h O1T OEAO OEA O1 OA1 AT 1 OadcshaxOmhd dneopANOAT
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regulations, the Federal cost principles in 2 CFR part 200, and other applicable legal
requirements; or

(i) Direct or allow the Local WDB, tief elected officials, and onestop partners to: re-enter
negotiations, as necessary; reduce the infrastructure costs to reflect the amount of funds that
are available for such costs without exceeding the cap levels; reassess the proportionate share
of each onestop partner; or identify alternative sources of financing for onestop infrastructure
funding, consistent with the requirement that each onestop partner pay an amount that is
consistent with the proportionate use of the onestop center and relative benefit received by the
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part 200, and other applicable legal requirements.
(3) If applicable under paragraph (b)(2)(ii) of this section, the Local WDB, chielected officials,

and onestop partners, after renegotiation, may come to agreement, sign an MOU, and proceed
under the local funding mechanism. Such actions do not require the redetermination of the
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applicable caps under paragraph (a) of this section.

(4) If, after renegotiation, agreement among partners still cannot be reached or alternate
financing cannot be identified, the Governor may adjust the specified allocation, in accordance
with the amounts available and the limitations described in paragph (d) of this section. In
determining these adjustments, the Governor may take into account information relating to the
renegotiation as well as the information described in Sec. 678.735(a).

(c) Limitations. Subject to paragraph (a) of this sectioand in accordance with WIOA Sec.

pcpj EQjcqj $qh OEA AEil111TxETC 1EIi EOACEITO ApbPiI U OI
one-stop partners in local areas that have not reached agreement under the local funding

mechanism may be required under Sec.78.736 to contribute to onestop infrastructure

funding:

Program Title Limitation | Program Title Limitation
Title IB (Youth, Adult, DW) 3.00% Temporary Asst. Needy Families |1.50%
Title Il - AFLA 1.50% Sup. Nut. Assistant Program E&T | 1.50%
Title Ill z Wagner-Peyser 3.00% Community Serv. Block Grant 1.50%
Title IV Z VRS/SSB FY16 .75% Jobs for Veterans State Grants 1.50%
Title IVZ VRS/SSB FY17 1.00% Trade Adjustment Assistance 1.50%
Title IV z VRS/SSB FY18 1.25% Unemployment Compensation 1.50%
Title IV z VRS/SSB FY19 1.50% Sr. Community Ser. Emp. Program| 1.50%
Carl Perkins 1.50% Native American Programs 1.50%
YouthBuild 1.50% Housing & Urban Development 1.50%
Natl. Farmworker Jobs Program | 1.50% Second Chance Act Grants 1.50%
Job Corps 1.50%

Federal direct spending programs. For local areas that have not reached a estep
infrastructure funding agreement by consensus, an entity administering a program funded with
direct Federal spending, as defined in Sec. 250(c)(8) of the Balanced Budget &mlergency
Deficit Control Act of 1985, as in effect on February 15, 2014 (2 U.S.C. 900(c)(8)), must not be
required to provide more for infrastructure costs than the amount that the Governor
determined.

For programs for which it is not otherwise feasilte to determine the amount of Federal funding

OO0AA AU OEA DPOI COAiI O1 OEl OEA 7 hécéusel fgEexariple0 D OT COA
the funding available for education, employment, and training activities is included within

funding for the program tha may also be used for other unrelated activities the determination

of the Federal funds provided to carry out the program for a fiscal year may be determined by:

1. The percentage of Federal funds available to the orstop partner program that were
used bythe one-stop partner program for education, employment, and training
activities in the previous fiscal year for which data are available; and
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2. Applying the percentage determined under paragraph (d)(1) of this section to the total
amount of Federal funds aviable to the onestop partner program for the fiscal year for
which the determination under paragraph (a)(1) of this section applies.

In the State funding mechanism, infrastructure costs for WIOA title | programs, including Native
American Programs desibed in part 684 of this chapter, may be paid using program funds,
administrative funds, or both. Infrastructure costs for the Senior Community Service

Employment Program under title V of the Older Americans Act (42 U.S.C. 3056 et seq.) may also
be paid wsing program funds, administrative funds, or both.

In the State funding mechanism, infrastructure costs for other required onstop partner

PDOT COAI O j1 EOOAA ET 3AAO8 oxwstmnnm OEOI OCE oxys8Ttop
funds, as approprate.

In the State funding mechanism, infrastructure costs for the adult education program

authorized by title 1l of WIOA must be paid from the funds that are available for local

administration and may be paid from funds made available by the State or ndrederal

resources that are cash, irkind, or third -party contributions.

In the State funding mechanism, infrastructure costs for the Carl D. Perkins Career and
Technical Education Act of 2006 must be paid from funds available for local administratiori o
postsecondary level programs and activities to eligible recipients or consortia of eligible
recipients and may be paid from funds made available by the State or ném®deral resources
that are cash, inkind, or third -party contributions.

The State Formula

The State WDB must develop a formula to be used by the Governor under Sec. 678.735(b)(3) in
determining the appropriate budget for the infrastructure costs of onestop centers in the local
areas that do not reach agreement under the local funding meahism and are, therefore,

subject to the State funding mechanism. The formula identifies the factors and corresponding
weights for each factor that the Governor must use, which must include: the number of eatop
centers in a local area; the population sged by such centers; the services provided by such
centers; and any factors relating to the operations of such centers in the local area that the State
WDB determines are appropriate. As indicated in Sec. 678.735(b)(1), if the local area has agreed
on sud a budget, the Governor may accept that budget in lieu of applying the formula factors.

The State Funding Formula will be based on the following analysis:

1. The number of WorkForce Centers in the local area and total operational costs of WFCs.

2. The total number and ratio of workforce participants, including disparately impacted
populations included in the state plan using the WorkForce Centers.

3. The availability/accessibility of services by core and required programs.

The analysis of WFC costs Wibe used to establish the total budgeting level for the WFC in
guestion. The budget determined by the State Board should not vary more than 15% from the
originally submitted budget for local areas with only 1 WFC, or the average cost of all WFCs
within th e local area. Variances above that amount may require reclassification of the WFC or
